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Introduction

The gender pay gap reporting obligations are outlined in The Equality Act 2010 (Gender Pay Gap Information) Regulations 2017. As an organisation that employs more than 250 people Health Education and Improvement Wales must publish and report specific information about our gender pay gap both on our own website and the Government’s website. 

The regulations state that the gender pay gap information should be provided on 31 March each year and published before the following March. 

It is important to recognise and understand that the gender pay gap differs from equal pay. Equal pay means that men and women in the same employment performing ‘equal work’ must receive ‘equal pay’, as set out in the Equality Act 2010. It is unlawful to pay people unequally because of their gender. Within the NHS, the Agenda for Change job evaluation process evaluates the job and not the post holder. This job evaluation process looks at the job without reference to gender or any other protected characteristic so equal pay is assured.

The gender pay gap report focuses on comparing the pay of male and female employees and shows the difference in average earnings. 

Gender pay gap reporting is a valuable tool for the HEIW not only in terms of compliance, but also for the organisation to assess levels of equality in the workplace. Specifically, in respect of female and male participation, and how effectively talent is being maximised. 

Established on 1st October 2018, Health Education and Improvement Wales (HEIW) is a special health authority within NHS Wales, created by bringing together three key organisations: 

· The Wales Deanery
· NHS Wales’s Workforce Education and Development Services (WEDS)
· The Wales Centre for Pharmacy Professional Education (WCPPE). 
As at the 31st March 2021, HEIW employed 427 staff as defined by the gender pay reporting guidelines, of which 68% were female and 32% male.  Table 1 sets out the split of male and female staff by grade type within HEIW.  





Table 1: Our Gender Split by Headcount and Grade for all HEIW Staff at 31 March 2021
	Grade Type
	Male
	Female
	Headcount
	Male %
	Female %

	Senior Staff
	2
	3
	5
	40.0%
	60.0%

	Chair/Non-Executive Directors
	3
	4
	7
	42.9%
	57.1%

	Clinical
	84
	92
	176
	47.7%
	52.3%

	Apprentice
	1
	3
	4
	25.0%
	75.0%

	Band 3
	1
	23
	24
	4.2%
	95.8%

	Band 4
	3
	16
	19
	15.8%
	84.2%

	Band 5
	2
	16
	18
	11.1%
	88.9%

	Band 6
	4
	19
	23
	17.4%
	82.6%

	Band 7
	10
	14
	24
	41.7%
	58.3%

	Band 8a
	8
	14
	22
	36.4%
	63.6%

	Band 8b
	2
	8
	10
	20.0%
	80.0%

	Band 8c
	2
	5
	7
	28.6%
	71.4%

	Band 8d
	1
	5
	6
	16.7%
	83.3%

	Band 9
	0
	1
	1
	0.0%
	100.0%

	Grade 3
	3
	10
	13
	23.1%
	76.9%

	Grade 4
	3
	11
	14
	21.4%
	78.6%

	Grade 5
	3
	18
	21
	14.3%
	85.7%

	Grade 6
	3
	15
	18
	16.7%
	83.3%

	Grade 7
	1
	16
	17
	5.9%
	94.1%

	Grade 8
	0
	4
	4
	0.0%
	100.0%

	Total All Grade Types
	136
	297
	433*
	31.4%
	68.6%

	
Data Source: ESR BI - NHS National Returns Dashboard - Mar 2021 & NHS Workforce Profile Dashboard - Mar 21
* To note, the increase in headcount is due staff working in more than one post at different grades



Who is covered within the Gender Pay Gap Report?
For the purposes of gender pay reporting, the definition of who counts as an employee is defined in the Equality Act 2010.  This is known as an ‘extended’ definition which includes: 
· Employees (those with a contract of employment)
· Workers and agency workers (those with a contract to do work or provide services)
· Some self- employed people (where they have to personally perform the work)

For the purposes of the HEIW gender pay gap reporting, ‘contract of employment’ has been deemed to include all staff on permanent contracts, on secondment contracts and on fixed term contracts (which would include staff termed as interims). 

Agency workers are excluded from the calculations and will form part of the headcount of the agency that provides them, and not HEIW.  

[bookmark: _Hlk33019069]What is covered in our Gender Pay Gap Report at HEIW?
This report contains the following six measures:

Gender Pay Reporting and Gender Identity
Current ACAS and government guidance suggests that if an individual doesn’t identify with either gender they should be excluded from the report. We recognise that this excludes employees who do not identify as either ‘male’ or ‘female’ i.e. transgender or non-binary employees and are aware of the importance of being sensitive to how an employee chooses to self-identify in terms of their gender.  

Regulations do not define the terms ‘male’ and ‘female’ and the requirement to report gender pay should not result in employees being singled out and questioned about their gender. We are therefore using the data provided by Electronic Staff Records (ESR) based on the gender identification the employee has provided as the means for determining male and female employees.  


What is our Pay Gap in HEIW?
The pay gap in Health Education and Improvement Wales is shown in Table 1 below.

Table 2: Our Mean and Median Gender Pay Gap in Hourly Pay
	
	Average Hourly Rate (£)
	Median Hourly Rate (£)


	Male
	38.47
	47.77

	Female
	27.98
	22.62

	Difference
	10.48
	25.14

	Pay Gap %
	27.3%
	52.6%

	
Data Source: ESR BI  -  NHS National Returns Dashboard - March 2021


 
The proportion of men and women in each quartile of our pay structure is shown in the table 3 below.

Table 3: Our Gender Split by Headcount by Quartile Pay Bands
	Quartile


	Male
	Female
	Male
%
	Female
%


	1 (Lowest)


	16
	85
	16

	84

	2 (Lower-Middle)


	29
	83
	26
	74

	3 (Upper-Middle)


	31
	65
	32
	68

	4 (Highest)


	60
	58
	51
	49



The gender split of bonus payments for staff included in gender pay gap report is set out in Table 4 below:

Table 4: Our Gender Split of Bonus Payments
	Gender
	Employees Paid Bonus
	Total Relevant Employees
	% Paid Bonus

	Female
	4
	340
	1.18%

	Male
	8
	170
	4.71%

	
Data Source: ESR BI - NHS Workforce Profile Dashboard - March 2021







Table 5 highlights the gender split of average and median bonus payments for staff in HEIW from April 2020 to March 2021:

Table 5: Our Gender Split of Mean and Median Bonus Payments
	Gender

	Average Pay


	Median Pay

	Male
	9970.94
	7418.42

	Female
	1389.23
	1278.06

	Difference
	8581.72
	6140.36

	Pay Gap %
	86.07%
	82.77%

	
Data Source: ESR BI - NHS Workforce Profile Dashboard - March 2021



The table below sets out the percentage gender split of total Clinical Excellence Award & Responsibility Allowance payments paid to staff for the reporting period:

Table 6: Our Clinical Excellence Award and Allowance Payments
	Clinical Excellence Award

	Male 
%
	Female
%
	
Total
%



	CEA Bronze
	43.27
	0
	43.27

	Commitment Award 1
	0
	0.39
	0.39

	Commitment Award 3
	4.10
	0
	4.10

	Commitment Award 4
	30.48
	4.17
	34.65

	Commitment Award 5
	0
	1.95
	1.95

	Commitment Award 8
	15.63
	0
	15.63

	Total
	93.49
	6.51
	100.00



Understanding Our Pay Gap in HEIW

Further analysis has been undertaken to better understand why these gaps exist and early indicators suggest that this is in part attributable to a significantly higher proportion of women (84%) relative to men (16%) in lower grade roles.  The proportion of male to female staff in the higher graded roles is more balanced although we did see a 6% increase of women in the highest quartile (Q4) from our previous year’s report.   

The pay gap between men and women in relation to bonuses is caused by the Clinical Excellence Awards. There is a significant gap between men and women in receipt of such Awards. With the average hourly and median difference being 86.07% and 82.77% respectively for the period 1st April 2020 to 31 March 2021. There were 12 staff in total in receipt of an Award for this period with a gender breakdown of 8 men and 4 women.

There are several contributing factors to the gender pay gap which are out of the direct control or within the gift of HEIW to change. These include the national frameworks for the remuneration of medical and dental staff and the national Clinical Excellence Awards scheme. 

Another contributor is the unique makeup of HEIW’s workforce; whilst HEIW’s staff group is predominately female, with many senior roles held by women, there is significant variation and complexity in contracts and pay structures including NHS Agenda for Change; Cardiff University; Medical and Dental (GP and Dental Educators, Medical and Dental Consultants) and Executive and Senior Pay (VSM). 

Welsh Government sets the pay for doctors’ and dentists’ following the advice and recommendations of the Review Body of Doctors’ and Dentists’ Remuneration, an independent UK body. The pay for staff on Agenda for Change arrangements follows a similar approach with the final decision resting with Welsh Ministers. All NHS organisations are required to ratify the pay awards through local governance mechanisms. For non-medical and dental staff on former Cardiff University contracts, HEIW has put in place a pay arrangement that mirrors the NHS Wales Agenda for Change arrangements. 

The pay uplift for Executives and Senior Managers is determined annually by Welsh Ministers and ratified through local governance arrangements. Within the national medical and dental contract, the Clinical Excellence Awards scheme in intended to recognise and reward those consultants who contribute most towards the delivery of safe and high-quality care to patients and to the continuous improvement of NHS services. This includes those consultants and senior academic GPs who do so through their contribution to academic medicine. 

Closing the Pay Gap at HEIW

We recognise that whilst there are factors outside of our control or influence which are impacting on pay, we have made a clear commitment in our Strategic Equality Plan to take action to understand our pay gaps, and address and minimise the impact where possible and within the constraints of the national pay systems for the NHS.  

We are passionate about working towards the representation of women and men at every level and promote gender equality across the organisation.  Addressing the disparity in gender representation at all levels will however take time but we are committed to working towards solving this and recognise we are on a journey.

Below is a list of current and future initiatives to address the gender pay gap and support gender equality for women in the workplace.

· We are committed to our compassionate and collective leadership strategy and a transparent and equitable approach to managing talent and developing aspiring executive talent pools.  

· We will be able to collate and monitor equality data from our talent management software in order to better identify, support and nurture aspiring talent and ensure capacity for key executive leadership positions within NHS Wales.  This will afford us the opportunity to identify gaps in our representation and provide targeted interventions to increase participation for underrepresented groups.

· We have increased our leadership development pathway opportunities for women having recruited over 70% female graduates on our 2-year NHS General Management Graduate Programme. 

· We will continue to review our processes to ensure HEIW’s approach to recruitment and selection continues to be values based and is supported by compassionate and inclusive practices providing equality of opportunity to all applicants and recruitment on merit.
· We will continue to promote gender equality and work with organisations like Chwarae Teg who use our leadership portal ‘Gwella’ to host and promote their Inclusive Leadership Programme.  The programme highlights the legalities and impact of systemic inequalities in workplace process placing emphasis on allyship and best practice approaches as a leader.

· We will continue to create inclusive workplaces through our hybrid working practices demonstrating our commitment to flexible working which supports both our current staff as well attracting talent from diverse backgrounds.    

· We are committed to the promotion of Healthy Working Relationship following the launch of our resources on ‘Gwella’ to support staff who may experience difficulties at work.
· We will commit to review our recruitment equality data including monitoring the number of male and female applicants for jobs and part time workers.

· We will explore gender data across pay bands and all the different roles within the organisation to better understand the gaps.

· We will explore how we can improve diversity within senior leadership roles in the NHS through our equality, diversity and inclusion subgroup of our Talent Board. 

· We will deliver a series of awareness intersectional campaigns, workshops and networking events designed to highlight, showcase, and celebrate the impact of women in the workplace and beyond as well as provide signposting to resources and learning opportunities.  

· We will seek to better understand barriers to career progression and how we can address them by engaging with our under 29 staff group through the development of a network providing a focus on career development and mentoring.




Health Education and Improvement Wales
March 2022


Mean Gender Pay Gap in Hourly Pay 
 (the difference between women's mean hourly wage and men's mean hourly wage)


Median Gender Pay Gap in Hourly Pay 
(the difference between the midpoints in the ranges of hourly earnings of men and women)


Mean Bonus Gap
(the difference between the mean bonus paid to male employees and that paid to female employees)


Bonus Proportions 
(the proportions of male and female employees who were paid bonus pay)


Median Bonus Gap
 (the difference between the median bonus pay to male employees and that paid to female employees)


Quartile Pay Bands
(the proportions of male and female employees in the lower, lower-middle, upper-middle and upper quartile pay bands)
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