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1. Introduction 

The Gender Pay Gap (GPG is defined as “the difference between the average pay of men and women in an organisation” (Gov .UK).  It differs from Equal Pay in that:
· Equal pay is concerned with male and female employees earning equal pay for work of equal value
· The gender pay gap is about the difference between male and female employees’ average pay within the organisation

Prior to 5th April 2025, NPC was not required to publish the Gender Pay Gap as the eligibility is based on an organisation have 250 or more eligible employees at the snapshot date.  NPC met the statutory requirements to report and publish Gender Pay Gap data by 5th April 2025.

Based on having 462 (more than 250) relevant employees as at 5th April 2024, Northumbria Primary Care (NPC) is required to carry out Gender Pay Gap (GPG) reporting under the Equality Act 2010 (Gender Pay Gap Information Regulations 2017).  To fulfil this requirement, NPC must carry out a number of specific calculations; produce a written statement which confirms the accuracy of the calculations; and publish the information on the UK Government website within one calendar year of the snapshot date at which the gender pay gap is calculated, which this year is 5 April 2025. 

All calculations were obtained from the ESR system; these have been nationally determined and are in line with government regulations.

The results of the report will be used to assess:

· the levels of gender equality in the workplace 
· the balance of male and female employees at different levels 
· how effectively talent is being maximised and rewarded

2. Headcount

As at the most recent snapshot date of 5 April 2025, there were 481 employees, of which 456 were ‘Full Pay Relevant Employees’ and therefore included in the calculations.  A ‘Full Pay Relevant Employee’ is any employee who is paid their usual full basic pay during the relevant pay period.

Of the 456 Full Pay Relevant Employees, 391 (85.75%) were female; 65 (14.25%) were male.

Consideration of the employee numbers as of 5 April 2024 shows that this has remained relatively static (85.28% of full pay relevant employees were female, 14.72% male)

It should be noted that due to the low headcount, small changes in the number of employees in a particular category  can have a significant impact on the percentages.



3.  Calculations 

3.1 Mean Hourly Rate

To calculate the mean hourly rates the earnings of male Full Pay Relevant employees are totalled and divided by the number of such male employees.  The same calculation is then made for female employees.

3.2 Median Hourly Rate

This is calculated as the mid-point of the salary distribution using the pay each employee received within the snapshot period of the month including 5 April 2024.  For this calculation “actual pay” is used which includes basic pay, allowances, pay for leave, and shift premium pay.  It is important to note that any employee who is in a period of no pay (.g. maternity leave, sickness, special leave) will not appear in the figures where this pay value is below the average monthly value each individual is paid.

The median calculation is used as a comparator to the mean as it is not skewed by small numbers of very highly paid individuals, which results in lower overall values for each of the metrics calculated. 

3.3 Bonus Pay

There was no bonus pay this year

3.4 Pay Gap
This is the difference between the rates for Males and Females.

NOTE – The Gender Pay Gap is expressed as a percentage of men’s earnings, e.g. a GPG of 10% would mean that women earn 10% less than men.
 
Results

4.1  Ordinary Pay

Table 1 (below) shows the mean and median hourly rates, the male/female difference and the GPG for 2025; the figures for 2024; and the differences to the 2024 figures.

	 
	2024 Mean Hourly Rate
	2025 Mean Hourly Rate
	Difference
	Difference (%)
	2024 Median Hourly Rate
	2025 Median Hourly Rate
	Difference
	Difference (%)

	Male
	38.56
	40.54
	1.98
	 
	4.88%
	45.46
	50.78
	5.32
	 
	10.47%

	Female
	20.87
	22.71
	1.84
	 
	8.11%
	12.54
	13.47
	0.93
	 
	6.92%

	Difference
	17.69
	17.83
	0.14
	 
	0.77%
	32.92
	37.31
	4.38
	 
	11.75%

	Gender Pay Gap %
	45.88%
	43.97%
	-1.90%
	È
	-4.33%
	72.42%
	73.47%
	1.05%
	Ç
	1.43%


Table 1

The mean hourly rate for female staff has increased by £1.84 over the 2024 rate (an increase of 8.11%), while the mean hourly rate for male staff has increased by £1.98 (4.88%).  The Gender Pay Gap has decreased by 4.33 percentage points to 43.97%.

Similarly, the median hourly rate for female staff increased from £12.54 in 2024 to £13.47 in 2025 (an increase of 6.92%), with the male staff’s median hourly rate increasing by 10.47% (£45.46 to £50.78).  There was a 1.43 increase in the Gender Pay Gap, to 73.47%.

4.2  Quartile Reporting 

This calculation is done by sorting all full pay relevant employees by hourly rate of pay, dividing the list into four equal quarters and then calculating the proportion of male and females in each of the quartile bands.

The below table (Table 2) shows the gender distribution in NPC across the quartiles along with the 2024 figures and the differences. 
	 
	2024
	2025
	Difference

	Quartile
	Female
	Male
	Female %
	Male %
	Female
	Male
	Female %
	Male %
	Female %
	Male %

	1 (low)
	110
	9
	92.44%
	7.56%
	105
	9
	92.11%
	7.89%
	-0.33%
	0.33%

	2
	107
	5
	95.54%
	4.46%
	107
	7
	93.86%
	6.14%
	-1.68%
	1.68%

	3
	102
	12
	89.47%
	10.53%
	103
	11
	90.35%
	9.65%
	0.88%
	-0.88%

	4 (high)
	75
	42
	64.10%
	35.90%
	76
	38
	66.67%
	33.33%
	2.56%
	-2.56%

	TOTAL
	394
	68
	85.28%
	14.72%
	391
	65
	85.75%
	14.25%
	0.46%
	-0.46%


Table 2

There has been a small shift in the quartile 4 gender split, with male counts decreasing to 33.33% and females increasing to 66.67%
4. Findings

Whilst there was a decrease in the Gender Pay Gaps for Mean rates, there is still a significant Gender Pay Gaps for both the Mean and Median rates.
Male employees are employed in the higher quartiles at a disproportionate rate.  Male employees make up only 14.25% of the workforce, 58.46% of Quartile 4 are male.  
Of the 114 employees in Quartile 1, 104 are in the Administrative and Clerical Staff Group.  Of these, 95 (91.35%) are female.
The distribution of male/female staff across  the quartiles is as follows:
	 
	Quartile

	Gender
	1
	2
	3
	4
	Total

	Male
	13.85%
	10.77%
	16.92%
	58.46%
	100%

	Female
	26.85%
	27.37%
	26.34%
	19.44%
	100%



6. Actions to support rebalance of gender pay 
Northumbria is committed to addressing the gender pay gap and action is underway in the following areas:
· The Pay Gap Steering Group will continue to oversee and monitor gender pay data and ensure associated actions are progressed within Northumbria’s everyday business, as well as ensuring pay gaps based on Ethnicity, Disability and Other Protected Characteristics are understood and acted on. 
· The Resourcing and Retention Steering group will oversee recruitment activity to develop campaigns from apprenticeships upwards to encourage a balance of both male and female applicants, specifically within NPC this would include;  
a. Promoting and raising awareness of successful male appointments within admin and clerical positions (Quartile 1)
b. Promoting and raising awareness of successful female appointments within senior roles (Quartile 4)
· Review and develop talent management and succession pathways to further encourage equality of opportunity across the entire workforce.
· Since the introduction of digitalised flexible working applications, monitor take up to ensure workplace flexibility offer is available to men, also encouraging the uptake of Shared Parental Leave. 

7. Next steps 
There isn’t a statutory requirement to publish data relating to Pay Gap based on Ethnicity, Disability and Sexual Orientation, initial data has been produced and provided.  The data will be further analysed by the Pay Gap Steering Group to determine if there are additional actions over the coming year recommended for wider consultation with stakeholders for agreement and inclusion in overarching Pay Gap action plan.  
The GPG intends for employers to have to create and submit an action plan alongside gender pay gap data by 2028.   The Pay Gap Steering Group are developing Pay Gap reports to consider whether we choose to use this service in April 2027 on a voluntary basis.   
As such, a progress report and action plan will be prepared in September 2026, providing indicative pay gap figures for April 2026, for the Board to consider submission arrangements on 4th April 2027.  
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