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A diverse and highly skilled workforce is key
to the effectiveness of all National Health
Service organisations.
Our teams across our five hospital sites in
South Lincolnshire and Cambridgeshire
continue to operate in a challenging
environment where acute healthcare is in
high demand. In order to better support
those teams, one of the many important
steps we are taking is to be transparent
about our gender pay gap and to set out
the actions we are taking to address those
gaps.
This Gender Pay Gap Summary highlights
how far we have come in the past 12
months to identify and implement the
actions required to reduce the Gender Pay
Gap in our organisation
As one of our Trust’s Equality and Diversity
Sponsors, I am proud to take a leading role
in the development of our Equality, Diversity
and Inclusion Strategies. In our most recent
Care Quality Commission inspection report
(published December 2019), the Trust’s
approach to Equality, Diversity and Inclusion
was praised for the way it threads through
our organisation.
All our employees must have access to
equal opportunities to enable them to
develop and progress within our
organisation, irrespective of their gender,
ethnicity or other characteristics.
We know we still have more work to do in
order to truly achieve this goal, but along
with our Board of Directors, I am committed
to ensuring we continue the push to
achieve a fairer future for all.

As the executive lead for Equality, Diversity
and Inclusion within our hospitals Trust, I
am pleased to report that we have invested
some significant resource in developing our
Equality, Diversity and Inclusion
programmes in the past 12 months and, as
a result, made good progress.
As we embed these programmes within our
workforce, I am confident we will begin to
move barriers that may have previously
prevented staff from feeling that they could
take the next step on their particular career
path.
Over the past year, our Equality, Diversity
and Inclusion team has spent significant
time ensuring our equality and diversity
policies and practices are fit for purpose.
Our recruiters and managers have been
provided with improved training and
support, particularly around the important
themes, such as identifying and tackling
unconscious bias, being more open to
flexible working options and providing
leadership development and mentoring
opportunities for all.
By being committed to these measures, we
are able expand our pool of talent and
develop a more equal workforce in every
sense.
I confirm that North West Anglia NHS Foundation
Trust’s Gender Pay Gap data has been collected and
presented as at 31st March 2019 in accordance with
the Equality Act 2010 (Gender Pay Gap Information)
Regulations 2017.
Caroline Walker
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Gender Pay Gap
The Gender Pay Gap is the measure of the
difference in average pay between all men and
all women across an organisation.

As an organisation we employ roughly four
times as many women than men and therefore
the effect of increased prospects for men will
be amplified within the Gender Pay Gap
statistics.
There are a number of reasons for differences
in pay such as: types of roles, opportunity for
progression and social factors such as childcare
or unpaid care responsibility.
Gender Pay Gap is not about Equal Pay
This report presents the Gender Pay Gap. This is
not the same as an equal pay gap.
An equal pay is paying male and a female staff
comparable pay, for comparable work and has
been a law since the introduction of the Equal
Pay Act 1970.
The Gender Pay Gap covers all staff at all points
of their careers it is a useful way of
demonstrating the whole career earning
potential of an average member of staff and
identifying whether different groups have had
better prospects than others.
How we report pay gaps.
The pay gap measures basic pay, paid leave,
shift premiums and other allowances.
The bonus pay gap includes clinical excellence
awards.
Pay Gap reporting is presented using two
averages:
•

Mean Average: When you add up all the
numbers and then divide by the number of
numbers.
• Median Average: The middle value in the
list of numbers.
What has changed this year?
This year the Trust has seen a significant
reduction in our median basic pay gap and
mean bonus pay gap. Some reduction in the
mean basic pay gap and continued parity in the
median bonus pay gap.

About Our Staff
The North West Anglia NHS Foundation Trust has
6,511 staff, composed of 1,325 (20.35%) male and
5,186 (79.65%) female.

Pay Breakdown by “Quartiles”
Quartiles show our staff makeup, broken down into
four roughly equal groups based on pay. Each group
is then reviewed to compare the male or female
composition. This helps us understand whether
women are as likely as men to achieve the highest
paying roles.
17.3%

14.5%

Q1

Q2

85.5%
Lower

Female

16.9%

32.6%

Q4

Q3

82.7%

83.1%

Lower Middle

Upper Middle

67.4%
Upper

Male

Basic Pay - difference in average pay between men
and women.
Mean Average
Median Average

28.48% 12.77%
1.37%

3.88%

Hourly pay is based on data drawn on 31st March
2019.
Bonuses - difference in average bonus received by
men and women.
Mean Average
Median Average

-4.13% 0.00%
5.54%

No Change

Bonus pay is based on bonuses paid in the period
1st April 2018 to 31st March 2019.
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What We Have Done
Leadership & Engagement

In 2019 we have appointed an
Executive Lead for Equality and
Diversity and established our new
Equality, Diversity and Inclusion
Steering Group.
Our new steering group is made
of staff from a range of
backgrounds with specific interests
in various Equality subjects.
We have developed co-production
approaches which have allowed us
lots of time over the past year
listening to our staff and
community to identify areas of
work we could develop.
We have highlighted issues
affecting people from minority
communities and those requiring
additional support such as unpaid
carers.
The steering group now oversees a
range of co-production groups
which help us use community
knowledge to develop and resolve
solutions to the issues identified.
Understand
We have continued to invest time
and resources into understanding
the root causes of the Gender Pay
Pap in the organisation.
The Gender Pay Gap in our
organisation varies widely when
considered on the basis of role
type and therefore it is important
to understand the reasons and
history behind those differences.

“

We have looked closely at other
Trusts and organisations outside
of the NHS to identify best
practice and mirror it.
Educate
Throughout 2019 we have
actively trained staff and
managers to understand their
own biases.
We have simplified our Equality
Impact Assessment process and
developed training to ensure
staff are able to use the new
system to its full potential.
Using our improved system, we
have managed to measure and

The co-production approaches used to develop the
Policy for Staff Carers have given me reassurance and
a significantly less stress when maintaining my
work/life balance, especially with regard to my son’s
SEND care needs - and particularly at short notice.
I am now able to manage my care responsibilities and
progress in my role. Kate Martin — Estates Officer and
SEND Parent
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reduce the negative impact of our
processes on the community we
serve and the staff we employ
Communicate
We have begun developing a new
communication strategy to
support staff and patients to
engage with improvement
programmes and opportunities.
We have highlighted the work
done by those contributing to our
programmes of work to
encourage wider participation.
Strategise
We have begun the process of
developing a new strategy to
deliver high quality equality and
diversity practice in our
organisation.
Taking into account the
demographic makeup of the
community we serve and also the
specific local views, we have
expanded the range of tools
available to gain buy in from
around our organisation and
community.
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Staff as Unpaid Carers

Spotlight on Special Educational Needs and Disability

Recruitment and Retention of
Unpaid Carers

The Trust is committed to
working with Unpaid Carers in
partnership, to recognise, respect
and value Carers for the work
they do and the contribution
they make to society.
Estimates suggest as many as
one in 6 members of NHS staff
may be Unpaid Carers to family
and friends outside of work at
any time. They provide valuable
support in reducing the burden
upon the organisation through
admission avoidance and
therefore the organisation strives
to support them as fully as
possible.

The Trust is a reflection of the community it serves and by
extension a reflection of the SEND community.
Women are disproportionately affected by Special Educational
Needs and Disability issues.
A SEND child is more likely to have time off school due to illness
than their non-SEND classmates and supporting such a child also
requires attendance at additional meetings. The responsibility for
attendance at these meetings is disproportionately weighted
towards women.
Provision of SEND support has become more difficult to obtain
and often when it is in place is more likely to breakdown than a
mainstream school placement, having a major effect upon a
parent’s ability to seek progression in their role or even continue
to work.
The Trust recognises care
responsibility can have a bearing
upon a staff member’s wellbeing
and ability to perform their role at
an optimum level.
Over the past 12 months the Trust
has developed new strategies and
tools to help staff and managers
to support each other while
maintaining a comprehensive
service that benefits the
community.
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Carers naturally develop a range of
skills which can used to support the
organisation. Their compassion and
knowledge can benefit the whole
community.
As an organisation the Trust is
committed to further develop the
initiatives needed to actively
encourage more Carers to work for
the organisation.
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Future Plans
Detailed Understanding

Information

The Gender Pay Gap in the Trust can be refined into
separated staff groups, each telling a different story
and having a bearing upon the overall organisational
figure.
We will continue to invest time and resource
furthering our understanding of the reasons behind
the difference between the various groups and
developing tailored support to reduce pay gaps. We
will use existing tools such as staff surveys and look
to develop new tools if we feel this is necessary.
Our tailored approach will ensure efforts to reduce
the Gender Pay Gap are focused to appropriate
areas and have a comprehensive impact.

We will look at the information we are providing to
potential employees to make sure we are giving the
sort of information they need to make us their
employer of choice.
We will ensure we engage with new member of
staff to identify the kind of information they feel
would have been useful and look at the work being
done in other sectors to ensure we remain
competitive.
Participation
We will use our Staff Councils, Equality, Diversity
and Inclusion Steering Group to build on the work
conducted in 2018 and 2019 and widen coproduced solutions to issues facing staff within the
organisation.
Using proven engagement techniques, we will
further develop strategic goals based on issues
identified by those affected.
We will accelerate our new programme of cultural
resource to enable a range of culturally appropriate
tools are available to staff throughout our hospitals
and will widen the delivery of bias training to more
staff.
We will develop a new package of training,
expanding the EDI update training to cover a wider
range of topics.
Learning from Others

Staff Group

Median Pay Gap

Prof Scientific and Tech

11.81%

Additional Clinical Services

-4.15%

Admin and Clerical

12.47%

Allied Health Professionals

-10.98%

Estates and Ancillary

7.39%

Health Care Assistants

6.20%

Healthcare Scientists

7.41%

Nursing and Midwifery

-6.59%

Medical and Dental

18.82%

Process Checking

We will use our Equality Impact Assessments to
ensure consideration is given in actions reducing the
gender pay gap in specific staff groups with the aim
of reducing the figures overall.
We will continue to impact assess clinical excellence
award applications to ensure we maintain fairness.

We will continue to use knowledge from other
organisations within the NHS and also other
organisations in the public and private sectors, to
identify good practice and opportunities for further
improvement.
Further detailed analysis of the North West Anglia
NHS Foundation Trust’s Gender Pay Gap can be
obtained by visiting our Trust website:
nwangliaft.nhs.uk/advice-support/edi
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