Gender monitoring report 2009
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 The current Trust Gender Equality Scheme was intended to run from 2007-2010, but has been superseded by the trust’s Single Equality Scheme (SES).
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 (including transgender) and any actions arising from the analysis of these reports is incorporated into the action plan associated with the SES. 

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 (including applications for promotion)
d) Appraisals

e) Training (including applications for training)
f) Grievance Procedures

g) Disciplinary Procedures

h) Leavers 

i) Gender Pay Gap

Section A – Staff in post

The staff in post percentages were taken from the Electronic Staff Record (ESR) as at 31st December 2009. Women accounted for 75.35% of all staff within the Trust. This compares with 75.96% in 2008, 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.
Section B – Recruitment and Selection

	
	Applications
	Shortlisted
	Appointed 

	Male
	30.81%
	27.71%
	28.91

	Female
	69.06%
	72.22%
	71.09

	Undisclosed
	0.13%
	0.08%
	0.00


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. 
Section C – Promotions

The table shown overleaf gives the percentages of those achieving promotions between 1st January and December 31st 2009 and is taken from the Electronic Staff Record system that is common to the NHS. Promotions in 2008 were broadly in line with staff in post proportions, but a slight imbalance has appeared in 2009 which should be monitored again in 2010 to determine whether this is a single year anomaly or a trend.
	Gender
	Headcount
	2009 %
	2008 %

	Female
	306
	80.7
	76.02

	Male
	73
	19.3
	23.98

	Total
	379
	
	


Section D – Appraisals 

In the 2009 staff survey, published March 2010, 59% of all staff had received appraisals within the previous 12 months, an improvement from 52% in 2008 and 48% in 2007. The 2009 figure was 62% amongst men, an increase from 54% in 2008. 
Section E – Training 

From the 2009 Staff Survey, the percentage of men (76%) who had “received job-relevant training, learning, or development within the last 12 months”, was higher than that of the Trust average overall (74%). This is a significant improvement from 2008, when the male figure was 17% lower than the trust average. Training records from ESR (shown overleaf) portray a slight under-representation of men on structured training courses, when compared with the staff in post figures. This is an improvement on 2008 figures when men comprised 17.43% of the training attendance figures. The difference between the staff survey and the training records can be explained by the broader range of development types included within the staff survey question, which provides a more accurate view of development opportunities overall. 
	
	Attendance
	Percentage

	Female
	42117
	81.48

	Male
	9573
	18.52

	Undisclosed
	2
	0.00

	Total
	51692
	


Section F – Grievance Procedures

As the table below indicates, the percentage of grievance cases initiated by men is significantly higher than the overall percentage of male staff within the Trust. Whilst this represents an improvement on the 2008 figure when 67.5% of grievances were raised by men, a disparity remains. Further analysis reveals a disproportionately high level of grievances raised by men (and women) in healthcare sciences, predominantly at band 7 level.  It is therefore recommended that potential grievance issues involving these groups should be discussed with HR at an early stage of the informal process to ensure consistency of approach. 

	
	Total
	Percentage

	Female
	37
	57.8

	Male
	27
	42.2

	Undisclosed
	0
	0.0

	Total
	64
	


Section G – Disciplinary Procedures

As the table below indicates, the percentage of disciplinary cases raised against men is significantly higher than the overall percentage of male staff within the Trust. Whilst this represents an improvement on the 2008 figure when 46.1% of disciplinaries were raised against men, a disparity remains. Further analysis reveals a disproportionately high level of grievances raised by men in Estates and Facilities in bands 1 to 3. It is therefore recommended that potential disciplinary matters involving these groups should be discussed with HR at an early stage of the informal process to ensure consistency of approach. 

	
	Total
	Percentage

	Female
	116
	65.2

	Male
	62
	34.8

	Undisclosed
	0
	0.0

	Total
	178
	


Section H – Leavers 

	Gender
	Headcount
	%

	Female
	1408
	67.99%

	Male
	663
	32.01%

	Total
	2429
	


During the 2009 calendar year, 32.01% of leavers were men, a worsening position since 2008 when 29.23% of leavers were male. These figures are disproportionately high when compared with the staff in post figures. Further analysis revealed that much of this deviation from the staff in post gender average could be accounted for by the rotation of junior doctors.  When recalculated excluding junior doctors figures, the percentage was as shown below. No further action is required. 
	Gender
	Headcount
	%

	Female
	1117
	78.66%

	Male
	303
	21.34%

	Total
	1420
	


Section I – Gender Pay Gap 

Recent figures from the Equality and Human Rights Commission reveal that women are on average paid 20.2% less per hour than men (combining full-time and part-time earnings). This is broken down into a full-time gender pay gap of 12.2% and a part-time gender pay gap of 39.4% based on median hourly pay.
Current trust systems calculate the mean average pay rates, rather than the median. The tables below provide the pay information as at 31st December 2009, taken from ESR for full-time and part time staff respectively based on basic salary information and not including enhanced payments eg for unsocial hours working, overtime working etc except in the case of medical and dental staff where these payments form part of the overall salary levels paid.  

	Average female salary
	Average male salary
	Trust Pay gap

	£25,242.71
	£33,942.30
	25.6%


	Average FT female
	Average FT male
	Trust Pay gap

	£25,984.66
	£34,197.16
	24.0%


	Average PT female
	Average PT male
	Trust Pay gap

	£23703.31
	£30,744.55
	22.9%


All public sector bodies are required to provide information on any pay differential between men and women. They are also required to ensure equal pay for equal value between the genders. In practice, this means that organisations are encouraged to undertake job evaluation to ensure that men and women undertaking work of equal value are being paid equally. 

Within the NHS, including Leeds Teaching Hospitals Trust, a full job evaluation system has been devised and implemented, Agenda for Change.

In a test tribunal case held in Newcastle in October 2008 between Ms SC Hartley and Northumbria Healthcare NHS Foundation Trust, the Agenda for Change job evaluation system was found to be fully compliant with Equal Pay legislation. The AfC job evaluation scheme does not cover medical and dental staff or very senior managers.  All other staff are now fully paid on AfC pay bands.

The overall differences in outcomes that are shown in the tables above are, therefore, most likely to be due to occupational segregation ie women are under-represented proportionally within the highest paid staff group (medical and dental).  No further action is required at this time.

NB: The above salary comparisons do not compare the outcomes by each band under AfC so is not comparing the difference of males and females in work found to be of equal value.  It is intended that the next pay gender analysis will be based on the AfC bandings. Additionally, the trust will take note of emerging national guidance on the formula for calculating gender pay gap to make comparisons with the national average more meaningful. 
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