Gender monitoring report 2008
Background

The latest amendment to the Sex Discrimination Act conferred both general and specific duties on all public sector organisations in respect of eliminating discrimination and promoting good relations between different genders. Part of that requirement was the production of a Gender Equality Scheme every 3 years, with reviews of progress against their associated action plans at least annually. The current Trust Gender Equality Scheme runs from 2007-2010.
Another aspect of the legislation refers to the collection, active use and publication of workforce monitoring statistics. These are included within this report for the current year. They are used within the Trust to ensure that HR policies and practices are not having an unintended detrimental effect upon particular genders and any actions arising from the analysis of these reports is incorporated into the Gender Equality Action plan. The Trust is currently reviewing its schemes as part of the process to transfer to a Single Equality Scheme.

The 2001 National Census figure for the population of Leeds shows men slightly outnumbering women 51.67% to 48.33%.  

Workforce statistics covered by this report include:

a) Staff in post

b) Recruitment and selection

c) Promotions

d) Appraisals

e) Training

f) Grievance Procedures

g) Disciplinary Procedures

h) Leavers 

i) Gender Pay Gap
Section A – Staff in post

The table overleaf shows the gender breakdown of staff in post as at 31st December 2008. Data is taken from the Electronic Staff Record. Women account for 75.96% of all staff within the Trust. This compares with 76.54% in 2007 and 76.85% in 2006. There is therefore a slightly increasing trend in the proportion of male staff overall. However, men remain under-represented, when taken against the Leeds population as a whole, in all but one staff group - Medical and Dental. 

	 
	Female
	Male
	Trust Total
	Female
	Male

	Staff Group
	Headcount
	Headcount
	Headcount
	Headcount 
	Headcount 

	Add Prof Scientific & Technical
	534
	193
	727.00
	3.58%
	1.29%

	Additional Clinical Services
	1675
	345
	2020.00
	11.22%
	2.31%

	Administrative & Clerical
	2343
	581
	2924.00
	15.69%
	3.89%

	Allied Health Professionals
	676
	107
	783.00
	4.53%
	0.72%

	Estates & Ancillary
	1295
	723
	2018.00
	8.67%
	4.84%

	Healthcare Scientists
	457
	357
	814.00
	3.06%
	2.39%

	Medical & Dental
	581
	909
	1490.00
	3.89%
	6.09%

	Nursing & Midwifery Registered
	3780
	375
	4155.00
	25.32%
	2.51%

	Total
	11341
	3590
	14931.00
	75.96%
	24.04%


Section B – Recruitment and Selection

	
	Applications
	Shortlisted
	Appointed 

	Male
	30.81%
	27.35%
	28.75%

	Female
	69.06%
	72.51%
	71.11%

	Undisclosed
	0.13%
	0.14%
	0.14%


Both the percentage of applications and the percentage of appointments of male applicants are higher than the current staff in post percentage, indicating a rising trend within this under-represented group. The comparatively higher conversion rate from shortlist to appointment for men does not compensate for the comparatively lower conversion rate from application to appointment. Whilst the difference is not sufficient to warrant further action at this stage, this outcome should be monitored in future years to ascertain whether this is a trend or a single year anomaly.

Section C – Promotions
The table shown overleaf gives the percentages of those achieving promotions between 1st January and December 31st 2008 and is taken from the Electronic Staff Record system that is common to the NHS. Promotions were not recorded in this way previously so no trend analysis is available.
	Gender
	Headcount
	%

	Female
	504
	76.02%

	Male
	159
	23.98%

	Total
	663
	100.00%


This split is broadly in line with the staff in post figures, so no remedial action is required.
Section D – Appraisals 

In the 2007 staff survey, 47% of all staff had received appraisals within the previous 12 months. This figure was 52% amongst men, who form the minority group. Since the publication of the staff survey results in April 2008, the Trust has sought to increase the numbers of staff appraisals.  
Section E – Training 

From the 2007 Staff Survey, the percentage of male staff (75%) who had “received job-relevant training, learning, or development within the last 12 months”, was slightly lower than that of the Trust average overall (78%). All mandatory training is now recorded on the Electronic Staff Record. The table below shows the gender breakdown of those completing training during 2008. This table provides a breakdown of who attended each training opportunity and direct correlations cannot therefore be made as individuals may have attended multiple training courses. However, this result, taken with the staff survey results, seem to indicate that men are not been afforded the same training opportunities as women, or are failing to avail themselves of them. It is recommended, therefore, that this outcome should be monitored over time to ascertain whether this is a trend or an anomaly. 
	
	Attendance
	Percentage

	Female
	27371
	82.57%

	Male
	5779
	17.43%

	Total
	33150
	


Section F – Grievance Procedures

32.5% of grievances were raised by women within the year, with 67.5% being raised by men. Men are greatly over-represented in terms of grievance proceedings when compared with the overall staff in post figures.  Current corporate reporting processes do not provide details of the grievance issue itself, so the extent to which these grievances are related to gender is not known. However, the disparity between the staff in post figures and percentages raising grievances is worthy of further investigation.
Section G – Disciplinary Procedures

53.9% of disciplinary procedures were taken against women within the year, with 46.1% being taken against men. Men are over-represented in terms of disciplinary proceedings when compared with the overall staff in post figures.  A further breakdown of this total is required by staff group and Agenda for Change banding to better understand whether there is disparity holds true across the board.
Section H – Leavers 

	Gender
	Headcount
	%

	Female
	1719
	70.77%

	Male
	710
	29.23%

	Total
	2429
	


During the 2008 calendar year, 29% of leavers were men. Whilst this is higher than the percentage of male staff in post, indicating that the proportion of male staff is declining slightly over time, it signifies a slight slow-down in loss of male staff from last year. In 2007, 30% of leavers were male. Targeted retention measures may still be required if this trend continues during this financial year.
Section I – Gender Pay Gap 

When taken as an average across all staff groups, women in full time employment earned 24.1% less than males in full time employment. Whilst this represents a slight improvement on last year (25%), it is still greater than the national average – 17.2%. Amongst part-time staff, the pay gap was 22.7%, a considerably smaller gap than the national average of 35.6%, and a substantial improvement on the previous year’s figure of 33%. The introduction of Agenda for Change terms and conditions for the vast majority of staff provide the Trust with a robust mechanism for ensuring that like for like comparisons are equitable. 
The differences in outcomes that remain are therefore more likely to be due to occupational segregation (see table below) where women are under-represented proportionally amongst the highest paid staff group (medical and dental) - See section A.
Within that staff group, there is also evidence to suggest that women are less successful in gaining Clinical Excellence Awards. 2008 data shows that only 48% of eligible females applied for a clinical excellence award (as compared with a male proportion of 56%). Of those that applied, 63% of men were successful in gaining a Clinical Excellence Award whilst 55% of women were successful. The result of this was that 75% of awards granted in 2008 were to men and 25% to women (against an eligible proportion of 69% male and 31% female). 

It is therefore recommended that views are sought from women who were eligible to apply, about their decision not to, with a view to encouraging a more representative level of applications from women. 
If a disparity in applications and success rates continues within the 2009 awards period, it is recommended that a review of unsuccessful applications is also undertaken to ascertain whether common themes emerge which could help in the preparation of women for presenting their applications, or which could indicate a factor within the assessment process which could disadvantage women, either directly or indirectly.  

