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TRUST BOARD 

 

Paper No:   

Title of paper:   Gender Pay Gap Report 2021/2022 

Purpose:  To update the Trust Board on the 2021/2022 Gender Pay Reporting 

Submission for 2022 to be published on the 30th March 2022 following approval at Trust 

Board.    

Summary:  

All organisations are required by law to report on Gender Pay in line with the Equality 

Act (Gender Pay Gap Information) Regulations 2017 as part of the Public Sector 

Equality Duty. The Government have provided specific guidance on the calculation of 

the data and what is required and this report adheres to the guidance provided. 

Corporate objective met or risk addressed:  Compliance with Trust’s Public Sector 

Equality Duty under the Equality Act 2010. 

Financial implications: Potential fine if not reported on the government portal and 

published in accordance with the law. 

Stakeholders:  Trust Board, Management, Staff, Patients, NHS England, 

Commissioners, Staff-Side 

Recommendation(s):   

The Trust Board are requested to approve the Gender Pay Gap Report 2021/22 to 

comply with the statutory requirement to publish the report on the 30th March 2022 

following presentation to the Trust Board. 

Presenting officer:  Anne-Marie Stretch, Deputy Chief Executive and Director of HR 

Meeting date: Thursday 30th March 2022 
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Gender Pay Gap Report 2021/2022 
 

1. Introduction 

1.1  Legislation 

Organisations are required by law to report on Gender Pay in line with the Equality 
Act 2010 (Gender Pay Gap Information) Regulations 2017 as part of the Public 
Sector Equality Duty. 

Gender pay reporting legislation requires employers with 250 or more employees 
from April 2017 to publish statutory calculations every year showing how large the 
pay gap is between their male and female employees. The results must be published 
on the employer’s public-facing website and the government’s website. There are six 
calculations that we must publish: 

 mean gender pay gap 
 median gender pay gap 
 mean bonus gender pay gap 
 median bonus gender pay gap 
 proportion of males and females receiving a bonus payment 
 proportion of males and females in each pay quartile 

Alongside the calculations if the organisation is a business or charity it must also 
publish a “written statement” that confirms that the published information is accurate. 
This statement must be signed by an “appropriate person” as follows: 

 for any corporate body other than a limited liability partnership, this will be a 
director (or equivalent) 

 for a limited liability partnership, this will be a designated member 
 for a limited partnership, this will be a general partner 
 for any other kind of partnership, this will be a partner 
 for an unincorporated body of persons other than a partnership, this will be a 

member of the governing body or a senior officer 
 for any other type of body, this will be the most senior employee 

The data and written statement must be published within a year of the “snapshot 
date” (31st March) and must be published by 30th March each year. 

1.2  What does Gender Pay Gap refer to? 

Gender pay gap shows the difference in the average pay between men and women 
within an organisation. In many cases the average pay of women is lower than that 
of men, because there tend to be fewer women than men in very senior high earning 
positions. Even in organisations that have a majority female workforce (such as the 
NHS), if the most senior or most highly compensated positions are occupied 
disproportionately by men, the average pay of women in the organisation will remain 
significantly lower.  

If a workforce has a particularly high gender pay gap, this can indicate there may be 
multiple issues to address, and the aim is that organisations take steps to tackle 
them. As such, gender pay audits are an effective tool to highlight continued 
systemic gender inequality within an organisation. 
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Gender pay gap and equal pay are two very different subject areas and should not 
be conflated. Equal pay deals with the pay differences between men and women 
who carry out the same jobs, similar jobs or work of equal value. It is direct 
discrimination and unlawful to pay people unequally on the basis of their sex.  

 

1.3  Adjustments to Gender Pay Reporting due to Covid-19 Pandemic 

The annual requirement to publish data by the 30th March of each year was 
temporarily deferred by six months in 2021 due to the Covid-19 Pandemic. The 
March 30th deadline has been reinstated for 2022, meaning this is the second 
Gender pay report published by StHK within five months.  

In addition, we ordinarily publish our Gender Pay Report in the July following the 
March 31st Snapshot date, well in advance of the following March 30th deadline, in 
order to ensure our data is timely and any actions remain relevant. As such this 
report will be quickly followed by a third Gender Pay Report, for 2022-23, due in July, 
thus bringing the Trust’s equality reporting back into synch.   

 

Sep-21 Deferred 2020/2021 Gender Pay Report Published 

Mar-22 2021/2022 Gender Pay Report  Published 

Jul-22 2022/23 Gender Pay Report to be Published 

 

For this reason we have recognised and noted the progress against actions from the 
recent September 2021 Gender Pay report, and will review and redraft timely and 
appropriate actions on the next iteration.  

This is also the first Gender Pay Report covering the staffing changes that occurred 
in response to the pandemic. Its snapshot date of 31st March 2021 clearly will not 
reflect an ordinary point with regard to staffing profiles. With this in mind the current 
data will be most accurately reviewed in context of the previous and forthcoming 
years’ reports.   

 
2. Overview of St Helens & Knowsley Teaching Hospitals NHS Trust 
 

On 30th March 2022, the Trust will submit Gender Pay Gap (GPG) information for the 
year 2021-2022. As of 31st March 2021 a total of 7,027 individuals were employed by 
the Trust, up from 6,227 on 31st March 2020.  The Trusts headcount is slightly higher 
than in previous years due to additional temporary resources recruited to support the 
covid pandemic. This is expected to reduce again in 2022/23.  
 
The GPG figures are based upon figures drawn on 31st March 2021, referred to as 
the ‘snapshot date’ and includes anything that is paid or invoiced up to for the period 
of March 2021.  
 

For the purposes of GPG reporting ‘employee’ is defined as: 
 

 people who have a contract of employment within the organisation 

 workers and agency workers (those with a contract to do work or provide 
services) 
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 some self-employed people (where they must personally perform the work) 
 
Results should be considered in relation to the Trust’s overall gender demographics, 
which are shown below for context.  
 

 
 
2.1. Mean Hourly Rate of Pay 

 
Table 2.1 Mean Hourly Rate of Pay 

 

Gender Mean Hourly Rate 
2020/21 

Mean Hourly Rate 
2021/22 

Male £21.42 £22.56 

Female £15.34 £15.08 

Difference £6.08 £7.48 
% Pay Gap 28.38% 33.16% 

 
A low percentage represents a good performance by the Trust. The Trust’s mean 
hourly gender pay gap has increased by 4.78% from our 2020/21 position, following 
a decline of 0.59% in the previous year. Mean Pay Gap will be influenced more 
heavily by smaller numbers of higher paid staff, so the median pay gap is generally 
accepted as the better indicator.  
 
Table 2.1.2 Mean Hourly Rate of Pay  
(Medical & Dental and Agenda for Change (AfC) 
  

Table 2.1 details the Mean Hourly Rates of Pay for both Male and Female staff 
categorised as Medical and Dental (M&D - N=561) and Agenda for Change (AfC – 
N=6,276). 
 

Gender Mean Hourly 
Rate 2020/21 

(M&D) 

Mean Hourly 
Rate 2021/22 

(AfC) 

Mean Hourly 
Rate 2021/22 

(M&D) 

Mean Hourly 
Rate 2021/22 

(AfC) 

Male £39.02 £15.28  £41.97 
(+£2.95) 

£15.91 
(+0.63) 

Female £35.25  £14.46 £37.98 
(+£2.73) 

£14.83 
(0.37) 

Difference £3.77 £0.82 £3.99 £1.08 
% Pay Gap 9.66% 5.37% 9.49% 6.78% 
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Table 2.1.3 Overall Mean Hourly Rate of Pay 

 

 Mean Hourly 
Rate 

Number of 
Staff 

Total (Mean Hourly Rate x 
Number of Staff) 

Male 
(M&D) 

£41.97  318 £13,346.46 

Male 
(AfC) 

£15.91  928 £14,764.48 28,110.94/1,246  
Total = £22.56 

Female 
(M&D) 

£37.98  243 £9,229.14 

Female 
(AfC) 

£14.83 5,538   £82,128.54 £91,357.68/5.781 
Total = £15.08 

 
2.2 Median Hourly Pay Rates 
 
Table 2.2 Median Hourly Rate of Pay 

 

Gender Median Hourly Pay Rate 
2020/21 

Median Hourly Pay Rate 
2021/22 

Male £15.68  £16.34 
Female £13.15  £13.63 

Difference £2.53 £2.71 
% Pay Gap 16.13% 16.09% 

 
A low percentage represents good performance by the Trust. There is been a 0.04% 
decrease in the Trust’s median rate of pay gap from our 2020/21 position.  
 
Table 2.2.1 Median Hourly Rate of Pay 
(Medical & Dental and Agenda for Change (AfC)) 

 
Table 2.2.1 details the Median Hourly Rates of Pay for both Male and Female staff 
categorised as Medical and Dental (M&D - N=561) and Agenda for Change (AfC – 
N=6,466). 

 

Gender Median 
Hourly 
Rate 

2020/21 
(M&D) 

Median 
Hourly 
Rate 

2020/21 
(AfC) 

Median 
Hourly 
Rate 

2021/22 
(M&D) 

Median 
Hourly 
Rate 

2021/22 
(AfC) 

Male £42.89 £13.10 £45.21 £13.50 
(+£0.40) 

Female £40.68 £12.80 £41.81 £13.19 
(+£0.39) 

Difference £2.21 £0.30 £3.40  £0.31 

% Pay Gap 5.15% 2.29% 7.52% 2.30% 
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2.3 Mean and Median Bonus Pay  

The mean bonus gender pay gap was as follows: 

Gender Avg. Pay Median Pay 

Male £0.00 £0.00 

Female £0.00 £0.00 

Difference £0.00 £0.00 

Pay Gap % 0% 0% 

 

1.1. Proportion of males and females receiving bonus payment 

The proportion of males and females receiving bonus payments was as follows: 

Gender Employees Paid Bonus Total Employees % 

Female 0 5781 0% 

Male 0 1246 0% 

   
 
 
2.4 Proportion of Females and Males in each Pay Quartile 
 
Table 2.4 Comparison of the Proportion of Females and Males in each Pay 
Quartile 2020-2021/2021-2022 

 

 2020/21 2021/22 

Quartile         

 Female Male Female % Male % Female Male Female 
% 

Male % 

1 1,331 225 85.54 14.46 1,518 220 87.34 12.66 

2 1,330 227 85.42 14.58 1,488 267 84.79 15.21 

3 1,302 255 83.62 16.38 1,450 244 85.60 14.40 

4 1,123 434 72.13 27.87 1,325 515 72.01 27.99 

Overall 5,086 1,141 81.68 18.32 5,781 1,246 82.43 17.57 
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In this element of the reporting, male and female staff are divided equally into four 
quartiles based on their hourly earnings, range from the lower quartile (1) to the 
upper quartile (4).  
 

The overall increase in number of employees between the last two Gender Pay Audit 
dates has moderately impacted the gender representation across pay quartiles. This 
is attributed to the increase in recruitment and higher staff turnover during the 
pandemic. The quartile with the most entrenched Gender Pay inequality, which 
impacts our overall Gender pay rating the most (quartile 4), is also the quartile that 
has changed the least.   
 
3. NHS Comparators  

All employers have until the 30th March 2022 to report their gender pay gap 
information. Reliable organisational benchmarking is therefore not available until 
after the reporting deadline. As of 21th March 2022, just 131 NHS of a possible 269 
listed NHS organisations had submitted their 2021/22 information. Pre-deadline 
comparator reports tend to over-estimate the position of Trusts, as shown in this 
adjusted table of StHK’s pre-deadline position (shown in brackets) and post deadline 
position for the past two years. As such we can currently only reliably report this 
retrospectively or on interim reports. The historical positions are as follows: 

 

  Mean GPG Median GPG 

2019/20 StHK  28.9% 15.8% 

2019/20 Ranking out of 269 147 (15) 147 (11) 

2020/21 StHk  23.4% 16.1% 

2020/21 Ranking out of 235 134 (28) 177 (23) 

StHK 2021/22  33.2% 16.1% 

2021/22 Ranking out of 131 TBC (124) TBC (102) 

 
Bold denotes final post-deadline ranking, brackets the early indicator ranking.  For 
both Mean and Median a good performance is a low ranking.  
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4. Conclusion and Actions 
 

The analysis of the 2021 data clearly shows that there remain some differences in 
pay between the genders at STHK. In light of the data detailed above and in the 
2020-21 report, the following actions were identified and remain in progress:  
 

Action 2020-21 Gender Pay Report Progress 

Analysis of flexible working requests to identify the 
working patterns of males and females (by department) 
and any barriers that females may face when pursuing 
career opportunities. 

Review has taken place. New 
flexible working Policy 
launched March 2022 

Educate and support employees to be aware of the 
inclusive people practices they can access and utilise 
including reasonable adjustments, flexible working, 
carers’ passport and HWWB services. 

New Reasonable Adjustments 
Policy has been developed 
(launching March/April 2022); 
NHSEI funding bid secured to 
support development of health 
and adjustments toolkit.   

Ongoing work to identify flexible working options to be 
included on job adverts in order to promote the Trust as 
a supportive employer.  

Workforce team reviewing 
approach to attraction and 
recruitment using outcomes 
from an external review and 
service user feedback with a 
focus on Refreshed 
Recruitment and Retention 
Strategy for March 2022 

 

Review of how we welcome back and support staff that 
may have had a significant amount of time away from 
work (i.e. maternity or adoption leave) and analysis of 
what the barriers are to further career progression when 
returning to work. 

Undertake a review of recruitment processes to remove 
any gender bias. i.e. at the shortlisting stage or during 
interviews. 

 


