
GENDER PAY GAP REPORT
2024-2025

ESSEX
PARTNERSHIP 
UNIVERSITY NHS 
FOUNDATION 
TRUST



Page 2 of 8 

 
Background to the Trust 
 
Essex Partnership University NHS Foundation Trust (EPUT) was formed on 1 April 2017 following the 
merger of North Essex Partnership University NHS  Foundation Trust (NEP) and South Essex Partnership 
University NHS Foundation Trust (SEPT). EPUT provide community health, mental health and learning 
disability services for a large population of people throughout Bedfordshire, Essex, Suffolk and Luton. We 
employ approximately 7,000 staff excluding bank across multiple sites. 

EPUT is committed to being an equal opportunities employer and to building equality, diversity and 
inclusion into everything that it does.   

Gender pay gap reporting 

Legislation requires organisations with 250 or more employees to report annually on their gender pay gap. 
NHS organisations are covered by the Equality Act 2010 (Specific Duties and Public Authorities) 
Regulations 2017, which came into effect on 31 March 2017. These regulations underpin the Public Sector 
Equality Duty, which requires organisations to publish their gender pay gap data annually, including mean 
and median gender pay gaps; mean and median gender bonus gaps; proportion of men and women 
receiving bonuses; and the proportions of male and female employees in each pay quartile. 

Gender pay gap reporting demonstrates the difference in average pay between men and women in a 
workforce. If a workforce has a particularly high gender pay gap, this can indicate issues to deal address, 
and further analysis may help identify the cause of those issues. 

It is important to stress that the gender pay gap is different to equal pay. Equal pay considers pay 
differences between men and women who carry out the same jobs, similar jobs or work of equal value. It is 
unlawful to pay people unequally on the grounds of their gender. 

In June 2023, NHS England launched the EDI Improvement Plan which sets out targeted actions to 
address the prejudice and discrimination – direct and indirect – that exists through behaviour, policies, 
practices and cultures against certain groups and individuals across the NHS workforce. The independent 
review Mend the gap (2020) describes actions that the NHS should take to address the gender pay gaps in 
medicine. Many of its recommendations can also be applied to non-medical senior leaders. By 31 March 
2024, organisations are required to analyse data to understand relationships between pay, sex, and race.  

This report includes: 

 Data and analysis relating to the gender pay gap 
 Data and analysis relating to the race pay gap, based on pay grades 
 An action plan to address the pay gap (see appendix 2). 

 
Definitions and scope   

The gender pay gap is defined as the difference between the mean or median hourly rate of pay that male 
and female colleagues receive. The mean pay gap is the difference between average hourly earnings of 
men and women. This is commonly known as the average and is calculated when you add up the wages of 
all employees and divide the figure by the number of employees (see appendix 1).  

What is the gender bonus gap? 

Within the gender pay gap regulations, ‘bonus pay’ means any remuneration that is the form of money 
relating to profit sharing, productivity, performance, incentive or commission (see appendix 1). 
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EPUT’s gender pay gap 

The following gender pay gap report data is taken as the snapshot date of 31 March 2024. 

1. The mean gender pay gap for EPUT 12.41% 

2. The median gender pay gap for EPUT 3.90% 

3. The mean gender bonus* gap for EPUT 55.31% 

4. The median gender bonus* gap for EPUT 0% 

 

* Please see comments later in this report explaining what constitutes a bonus. 

Pay quartiles by gender 

Quartile Female Male Female 
% 

Male 
% 

Description 

1 1520.00 373.00 80.30 19.70 Includes all employees whose standard 
hourly rate places them at or below the 
lower quartile 

2 1415.00 485.00 74.47 25.53 Includes all employees whose standard 
hourly rate places them above the lower 
quartile but at or below the median 

3 1483.00 417.00 78.05 21.95 Includes all employees whose standard 
hourly rate places them above the median 
but at or below the upper quartile 

4 1364.00 536.00 71.79 28.21 Includes all employees whose standard 
hourly rate places them above the upper 
quartile 

 

What do we do to ensure equal pay? 
As noted earlier in this report, it is important to stress that the gender pay gap is different to equal pay. 
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 unlawful to pay people unequally because of their gender. 

Legislation requires that men and women must receive equal pay for 

 the same or broadly similar work 
 work rated as equivalent under a job evaluation scheme; or work of equal value. 

We are committed to providing equal opportunities and equal treatment for all employees, regardless of 
sex, race, religion or belief, age, marriage or civil partnership, pregnancy/ maternity, sexual orientation, 
gender reassignment or disability. We pay employees equally for the same or equivalent work, regardless 
of their sex or race (or any other characteristic set out above). 

We deliver equal pay through a number of means but primarily through adopting nationally agreed terms 
and conditions for our workforce (see AfC, TCS, VSMs, NEDs appendix 1) 
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What is the data telling us? 

The Gender Pay Gap (GPG) report looks at the average and median rates of two key indicators: 

 The GPG hourly rate pay gap for EPUT is 12.41%, with males receiving an average of 
£21.64ph and females receiving £18.02ph. When comparing the median hourly rate this 
reduces to 3.9%. This is a reduction of 0.52% in the average percentage and the median has 
decreased by 3.41% compared to 2023. 
 
This result means that men on average are being paid 3.9% higher in the organisation than 
females. 

 The GPG bonus pay gap for EPUT is 55.31%, with males receiving an average bonus pay 
of £6,204.85 compared to £2,773.00 for females. When comparing the median rate this has 
decreased to 0% due to the CEA scheme ceasing. The average percentage has reduced by 
0.70% and the median has reduced by 66.84% compared to 2023. 
 
This result means that men are on average receiving a 0% increase on bonus pay than 
females within the organisation. 

 A total of 2.76% of males received a bonus compared to 0.34% of females during the 
reporting period.  

 

Bonus payments include elements of doctors pay, this staff group have a higher number of male 
employees, therefore increasing the bonus pay gap in comparison to other staff groups within the trust. The 
bonus pay elements are as follows: 

 Clinical Excellence Awards 
 Discretionary Points 
 Performance Related Pay. 

Positively, over the past fifteen years there has been significant growth in the percentage of women in 
medical roles, which should see the gender bonus pay gap diminish with time: 

 Female medical workforce – 17.7% growth from 31.2% in 2008 to 48.5% in 2024, although 
this is a reduction on the 2023 figure of 48.9%. Currently 164 females employed. 

 Female medical consultants – 10.4% growth from 22.7% in 2008 to 33.0% in 2024, although 
this is a reduction on the 2023 figure of 35.6%. 
 

Whilst there has been a growth in the female consultant medical workforce, the legacy of the CEA scheme 
means that there will continue to be a gender bonus pay gap because there are more male consultants 
than female consultants. The Trusts current medical consultant gender breakdown is detailed in the table 
below. 

 Reporting Year Female  
Consultant 
Headcount 

% of Total Male  
Consultant 
Headcount 

% of Total % Difference 
between 

Female/Male 
2022/23 36 35.60% 65 64.40% 28.80% 
2023/24 36 33.00% 73 67.00% 34.00% 
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EPUT’s staff pay profile by Ethnicity 

The table below is a new breakdown for 2024 as outlined in the NHS EDI Improvement Plan (High Impact 
Action 3) and shows the breakdown of staff in scope by gender and race for the reporting period 1 April 
2023 - 31st March 2024.  

Ethnic Origin Grouping 
Summary 

Mean Hourly Rate Median Hourly Rate Total Full Pay Relevant 
Employees 

BME 20.24 17.71 2,595 
White 19.19 16.84 4,838 
Not Known 21.46 18.47 160 
% Diff White - BME -5.48 -5.17 46 
% Diff White - Not Known -11.85 -9.67 97 

 

The table below is a breakdown of pay quartile by Ethnicity: 

Quartile Asian Black Mixed Other White 
British 

White 
Other 

Not Stated 

1 104 256 37 20 1,328 119 29 
2 149 651 35 13 899 115 38 
3 117 551 49 25 996 127 35 
4 225 286 35 42 1,071 183 58 

 

Looking at the above table the largest representation for each Ethnic Group by quartile is as follows: 

 32.68% of our BME workforce are in the 2nd quartile, followed by 28.59% in the 3rd quartile 
 29.91% of our White workforce are in the 1st quartile, followed by 25.92% in the 4th quartile 

 

The table below shows the bonus payments broken down by race as of 31st March 2024. 

Ethnic Origin Grouping 
Summary 

Employees Paid Bonus Total Relevant 
Employees 

Total Full Pay Relevant 
Employees 

BME 28.00 3251.00 0.86% 
White 12.00 5455.00 0.22% 
Not Known 2.00 205.00 0.98% 

 

The national picture 

The gender pay gap for workers is in favour of men for the majority of occupations; however, occupational 
crowding has an effect since those occupations with the smallest gender pay gap have almost equal 
employment shares between men and women. 

It is also important to note that men and women have different personal and job characteristics, which 
ultimately impact their respective pay. 

Across the UK, men earned on average 14.3% more than women in 2023, according to the Office of 
National Statistics, meaning that EPUT’s gender pay gap is below the national average. 

Below is a comparison table of how EPUT’s gender pay gap sits in comparison to local neighbouring NHS 
organisations.  
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The mean gender pay gap for EPUT Mean hourly rate 2023/24 Median hourly rate 
2023/24 

Hertfordshire Partnership University NHS 
Foundation Trust (HPFT) 7.9% lower than men  -2% lower than men 

East London NHS Foundation Trust (ELFT) 7.2% lower than men 1.2% lower than men 

EPUT 13.1% lower than men 6.2% lower than men 

Norfolk And Suffolk NHS Foundation Trust 13.5% lower than men 7.4% lower than men 

North East London NHS Foundation Trust (NELFT) 23% lower than men 5% lower than men 

Mid and South Essex NHS Foundation Trust (MSEFT) 26% lower than men 11.3% lower than men 

The Princess Alexandra Hospital NHS Trust 24% lower than men 13% lower than men 

PROVIDE 20.3% lower than men 2.6% lower than men 

Sample comparison data with neighbouring Trusts tells us: 

 EPUT is performing well in comparison with neighbouring providers 
 EPUT is a top performing NHS Provider in Mid & South Essex ICS (EPUT, MSEFT, NELFT, and 

Provide).  
 
As part of our action plan, we will be working with HPFT and ELFT to share best practice and to learn what 
steps they have taken to reduce their gender pay gap. 
 

EPUT’s progress  

On comparison to EPUT’s gender pay gap for the year 2017, we have seen a reduction of 4.49% over the 
seven years to 2024.  

The mean gender pay gap for 
EPUT 2017 2018 2019 2020 2021 2022 2023 2024 

The mean gender pay gap for 
EPUT 16.90% 15.90% 15.90% 14.30% 11.90% 13% 12.93% 12.41% 

The median gender pay gap for 
EPUT 7.50% 7.40% 8.90% 8.10% 6.50% 6.20% 7.31% 3.90% 

The mean gender bonus gap for 
EPUT 34.40% 31.20% 25.20% 33.60% 47% 59.50% 56.01% 55.31% 

The median gender bonus* gap 
for EPUT 50.30% 51.70% 45% 30.80% 75% 79.60% 66.84% 0.00% 
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When comparing EPUT’s gender pay gap nationally, EPUT is below the national average of 14.3%. 

 
Lisa Fricker 

Workforce/ESR and Payroll Manager   
 

Sonia Lollia 
Employee Experience Manager 

 
On behalf of:  

 
Andrew McMenemy 
Chief People Officer 
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