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Background and Methodology 

 

Gender Pay Gap (GPG) legislation requires all employers of 250 or more employees 

to publish their gender pay gap information each year.  

 

The aim of GPG reporting is to show the difference between what women get paid at 

a workplace and what men get paid at the same organisation, irrespective of their 

jobs. 

 

Our GPG report shows the percentage difference between the average hourly rate of 

pay for men and the average hourly rate of pay for women. This is not the same as 

saying women and men are being paid differently for doing the same job as this 

would be an equal pay issue.  

The median pay gap is the difference between the midpoints in the pay bands of 

hourly earnings of men and women.  

The mean gender pay gap is the difference between the average hourly earnings 

of men and women 

When reviewing our gender pay gap, we also draw up a list of our employees’ 

earnings, from the highest to the lowest, and split it into four even groups, or quartile 

pay bands. These are lower, lower-middle, upper-middle and upper quartile pay 

bands. This allows us to calculate the proportion of men and women in each quartile, 

so shows us how pay is spread across the organisation. 

The commitment to ensuring that we, the Leeds NHS Clinical Commissioning Group, 

is a diverse and inclusive place to work is at the heart of our overall purpose and we 

continually promote an inclusive culture.  

Summary 

Our workforce is predominantly female and the majority of part-time positions are 

occupied by female employees. In principle, that is good, as women have historically 

found it difficult to find employment in many industries in the UK. As part of our 

commitment to tackle discrimination, advance equal opportunities and create an 

inclusive work place for all staff there are a number of measures already in place 

which go some way to address our GPG.  These initiatives include: 

• Offering shared parental leave and flexible working arrangements  

•  Actively supporting women to return to work following maternity or adoption 

leave 

• Using an anonymised application processes to reduce unconscious bias in 

recruitment 

• Recruitment and selection training 

• Mandatory unconscious bias 
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• Having a range of up to date workforce policies which are regularly reviewed. 

• A Diversity and Inclusion Group that reports into our Workforce and Diversity 

Group 

• An Equality and Diversity Manager who works closely with colleagues in our 

People and Organisational Development Team 

• A People and Organisational Development Strategy that focuses on diversity 

and inclusion. 

 

Actions since our last report 

During 2020, with the aim of addressing our GPG, we also: 

• Continued to implement our updated appraisal system which supports internal 

career opportunities and progression 

• Continued to review new starter data to ensure salary decisions on 

appointment meet equality and diversity standards 

• Continued to extend the opportunity for Governing Body roles, including the 

Chair, to all practicing clinicians. 

• Supported four CCG colleagues to enrol and successfully complete the 

Springboard Programme; a development programme for women to enhance 

their skills, build confidence and assertiveness. 

Changes to our data 

The mean pay gap, while ever it remains high at 25.64%, has reduced from 29.4% in 

our last report. The median pay gap once again shows an improvement and is down 

from 15.7% to 14.87%. 

However, we continue to work towards reducing the difference and the following 

initiatives should positively continue to address the gap: 

• Exploring how we can attract more men into lower graded roles i.e. through 

apprenticeships and work experience placements  

• Strengthening our work around equality, not just in relation to gender, but 

ensuring a fair, equitable and inclusive workplace for everyone 

• Promoting the ‘Availability of Flexibility’: the CCG already has a wide range of 

flexible working options, which are currently these are still predominantly 

accessed by our female workforce 

• Continue to promote Governing Body opportunities, should they arise, to all 

practicing clinicians 

• Continue to actively support members of staff to enrol in the Springboard 

Programme 

• Supporting female members of staff in relation to management development 

opportunities. 


