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1. [bookmark: _Toc200968390]Introduction
Understanding the Gender Pay Gap
The gender pay gap is a measure of the difference in average hourly earnings between men and women. It is typically expressed as a percentage, indicating how much more, on average, men earn compared to women.

Reporting Requirements
Under the Equality Act 2010 (Specific Duties and Public Authorities) Regulations 2017, it is a statutory requirement for all public sector organisations with 250 or more employees to report annually on their gender pay gap. For NHS organisations, reporting is based on a snapshot of pay data taken as of 31 March each year. The gender pay gap report must be published by 30 March of the following year.

Reporting Obligations for ICBs
Integrated Care Boards (ICBs) are required to publish data on the pay gap between men and women who are directly employed or engaged via contracts for services or agency arrangements. The report must include the following elements:
1) The organisation’s mean gender pay gap (average hourly earnings difference).
2) The organisation’s median gender pay gap (mid-point hourly earnings difference).
3) The proportion of male and female employees in each quartile pay band.
4) A written statement confirming the accuracy of the data, signed by a senior authorised individual (this applies to organisations covered by the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017).

2. [bookmark: _Toc200968391]Our Commitment to Equality, Diversity and Inclusion
The ICB recognises and values the diverse needs of the population we serve, and we are committed to reducing health inequalities and improving equity in health outcomes for local people. We are committed to embedding equality and diversity considerations into all aspects of our work, including policy development, commissioning processes, and employment practices.
We recognise that equality is about ensuring that access to opportunities is available to all and that no one should have poorer life chances because of the way they were born, where they come from, what they believe, or whether they have a disability. We believe diversity is about recognising and valuing differences by being inclusive, regardless of age, disability, gender, marriage or civil partnership status, pregnancy or maternity status, race, religion or belief, sex, or sexual orientation.

We are committed to:
1) Improving equality of access to health services and health outcomes for the diverse population we serve.
2) Building and maintaining a diverse, culturally competent ICB workforce, supported by an inclusive leadership team.
3) Creating and maintaining an environment where dignity, understanding and mutual respect, free from prejudice and discrimination, is experienced by all and where patients and employees feel able to challenge discrimination and unacceptable behaviour.

3. [bookmark: _Toc200968392]Our Gender Pay Gap Data
3.1 [bookmark: _Toc200968393]Gender Profile
In accordance with reporting requirements as of 31 March 2025, the gender profile split of Nottingham and Nottinghamshire ICB’s workforce is demonstrated by the table below. The established number of employees for the purposes of this report is 622. This includes all employed, engaged and self-employed individuals where appropriate.

	Gender
	2024 (numbers)
	2024 (percentages)
	2025 (numbers)
	2025 (percentages)

	Female
	459
	74.5%
	473
	76.0%

	Male
	157
	25.5%
	149
	24.0%

	Total Headcount
	616
	100%
	622
	100%


Table 1- Proportion of male and female employees within Nottingham and Nottinghamshire ICB 2024 - 2025

According to the 2021 ONS survey, females make up 51% of England’s population. In contrast, the NHS workforce typically comprises around 77% female and 23% male, largely due to the nature of clinical roles such as nursing and midwifery. The gender distribution data for 2024 and 2025 reflects this and reveals a consistently higher proportion of female employees within the ICB workforce. In 2024, females made up 74.5% (459 out of 616) of the total headcount, while males represented 25.5% (157 out of 616). In 2025, while the overall headcount slightly increased to 622, the number of female employees rose to 473, making up 76.0% of the workforce. Conversely, the number of male employees declined to 149, accounting for 24.0% of the total. This trend indicates a widening gender imbalance in favour of female representation. For gender pay gap analysis, such a skewed distribution highlights the importance of examining whether roles and pay are equitably distributed across genders.



3.2 [bookmark: _Toc200968394]Gender Pay
The tables below detail Nottingham and Nottinghamshire ICB’s Mean (Average) and Median Pay 
Gaps.

	Gender Pay Gap
	2023
	2024
	2025

	Mean gender pay gap – ordinary pay
	35.95%
	37.84%
	27.78%

	Median gender pay gap – ordinary pay
	9.72%
	9.72%
	19.80%


Table 2- Mean and Median gender pay gap percentages for the last 3 years

	Profile
	Male
2023
	Female
2023
	Pay Gap 2023
	Male
2024
	Female
2024
	Pay Gap 2024
	Male
2025
	Female
2025
	Pay Gap 2025

	Mean hourly pay rate 

	£39.43
	£25.25
	35.95%
	£43.29
	£26.91
	37.84%
	£39.68
	£28.66
	27.78%

	Median hourly pay rate

	£24.81
	£22.40
	9.72%
	£26.05
	£23.52
	9.72%
	£30.94
	£24.82
	19.80%


Table 3- Mean and Median gender pay gap hourly rate comparisons between 2023 - 2025

The gender pay gap data from 2023 to 2025 shows a positive downward trend in the mean gap, indicating some progress toward greater pay equity within the ICB. The mean gender pay gap, which reflects the overall average difference in pay between male and female employees, was 35.95% in 2023, increased slightly to 37.84% in 2024, and then saw a significant reduction to 27.78% in 2025. Similarly, the median gender pay gap remained static at 9.72% in both 2023 and 2024, before more than doubling to 19.80% in 2025. While the drop in the mean pay gap is a positive indicator of reduced disparity at the top levels, the sharp increase in the median pay gap suggests a potential shift in the distribution of pay among mid-tier roles, possibly reflecting a change in workforce composition or promotion patterns. As the organisation is relatively small, with a headcount of just 622, changes in recruitment or turnover at higher pay bands can have a disproportionate impact on both the mean and median gender pay gaps. These trends highlight the need for continued scrutiny to ensure that improvements in average pay equality are reflected across all levels of the pay scale.




3.3 [bookmark: _Toc200968395]Gender Bonus Pay
The ICB reports no bonus gender pay gap, as no bonus payments have been made to any employees.
While the terms and conditions for senior managers and directors permit the option of bonus payments as part of Executive and Senior Manager remuneration arrangements, this provision has not been exercised. Furthermore, the Agenda for Change (AfC) terms and conditions, which apply to the majority of the workforce, do not include scope for bonus payments.
Consequently, there are no male or female employees in receipt of bonuses.

3.4 [bookmark: _Toc200968396]Pay Distribution by Quartile
The data below is achieved by dividing the workforce into four equal parts (quartiles). All employees are ranked from the lowest hourly rate of pay to the highest. The rank order is then divided into four sections with an equal number of employees in each.

	Quartile
	Female
	Male
	Female %
	Male %

	1
	129
	15
	89.58
	10.42

	2
	126
	42
	75.00
	25.00

	3
	128
	47
	73.14
	26.86

	4
	94
	69
	57.67
	42.33


Table 4- Male and Female split across quartiles

The quartile data illustrates a clear trend of increasing male representation in the higher pay quartiles. In the lowest pay quartile (Quartile 1), female employees make up a dominant 89.58%, with males comprising only 10.42%. As we move up the pay scale, the proportion of male employees steadily increases to 25.00% in Quartile 2, 26.86% in Quartile 3, and 42.33% in the highest pay quartile (Quartile 4). Correspondingly, the proportion of female employees decreases from 75.00% in Quartile 2 to 57.67% in Quartile 4. This pattern suggests that men are more likely to occupy higher-paying roles within the ICB, while female employees are more heavily represented in lower-paid positions. Given the overall higher proportion of female employees in the workforce, this imbalance in pay distribution contributes to the resulting gender pay gap. It also highlights the importance of targeted strategies to ensure equitable progression and representation in senior or higher-paying roles.






3.5 [bookmark: _Toc200968397]Gender Pay by Banding
	 
	Female 
(Headcount)
	Male 
(Headcount)
	Female 
(Percentage)
	Male 
(Percentage)

	Full Time
	332
	128
	72.17%
	27.83%

	Band 3
	13
	4
	76.47%
	23.53%

	Band 4
	33
	7
	82.50%
	17.50%

	Band 5
	41
	4
	91.11%
	8.89%

	Band 6
	62
	26
	70.45%
	29.55%

	Band 7
	61
	29
	67.78%
	32.22%

	Band 8a
	41
	21
	66.13%
	33.87%

	Band 8b
	33
	14
	70.21%
	29.79%

	Band 8c
	22
	7
	75.86%
	24.14%

	Band 8d
	12
	6
	66.67%
	33.33%

	Band 9
	9
	5
	64.29%
	35.71%

	Consultant
	0
	0
	0.00%
	0.00%

	VSM
	5
	5
	50.00%
	50.00%

	Part Time
	141
	21
	87.04%
	12.96%

	Band 3
	10
	0
	100.00%
	0.00%

	Band 4
	12
	0
	100.00%
	0.00%

	Band 5
	18
	0
	100.00%
	0.00%

	Band 6
	26
	1
	96.30%
	3.70%

	Band 7
	18
	1
	94.74%
	5.26%

	Band 8a
	29
	2
	93.55%
	6.45%

	Band 8b
	11
	4
	73.33%
	26.67%

	Band 8c
	6
	0
	100.00%
	0.00%

	Band 8d
	4
	3
	57.14%
	42.86%

	Band 9
	2
	0
	100.00%
	0.00%

	Consultant
	 0
	2
	0.00%
	100.00%

	VSM
	5
	8
	38.46%
	61.54%

	Total
	473
	149
	76.00%
	24.00%


Table 5- Gender split by AfC banding and FT/PT

The data on headcount by pay band and working pattern (full-time vs part-time) provides critical insight into gender representation across different levels of the organisation. Overall, female employees make up 76% of the workforce, with males comprising 24%, a trend consistent across both full-time and part-time roles.
Among full-time employees, female employees represent 72.17%, but their representation decreases in the higher pay bands. For example, while female employees dominate Bands 3 to 6, their share starts to decline slightly from Band 7 upward. At the Very Senior Manager (VSM) level, full-time representation is evenly split (50% female, 50% male), which is relatively balanced.
For part-time roles, female employees make up a striking 87.04%, particularly dominating Bands 3 to 8a, with 100% female representation in several of these bands. However, this trend shifts at the most senior levels. In Consultant roles, only males are represented in part-time posts, and among part-time VSMs, male employees make up 61.54%, compared to 38.46% female employees.
This distribution suggests that female employees are more concentrated in lower to mid pay bands and part-time roles, while male employees are more represented at the upper end of the pay scale, particularly in senior part-time and consultant positions. This structural imbalance likely contributes to the gender pay gap, particularly the mean pay gap, and underscores the need for action to support career progression for female employees and increase gender diversity in senior, full-time positions.

4. [bookmark: _Toc200968398]Conclusion and Recommendations
The analysis of gender representation and pay across the ICB highlights a workforce that is predominantly female, with female employees strongly represented in lower pay bands and part-time roles. While this high proportion of female representation may suggest progress in gender inclusion, the gender pay gap data reveals deeper structural imbalances. The mean gender pay gap, though improved from 37.84% in 2024 to 27.78% in 2025, remains significant. The median gender pay gap, meanwhile, increased sharply from 9.72% to 19.80%, suggesting unequal pay distribution particularly among mid-level roles. The quartile distribution further shows that male representation steadily increases in higher pay bands, culminating in 42.33% male representation in the upper quartile, compared to just 10.42% in the lowest. This imbalance is particularly evident in senior part-time and consultant roles, where men are disproportionately represented.
Given the organisation’s relatively small size (622 staff), even modest changes in recruitment, promotions, or turnover, especially in higher bands, can have a disproportionate impact on pay gap figures. To address these disparities, it is recommended that the ICB implements targeted initiatives aimed at supporting female career progression into senior roles, including flexible development pathways and mentorship schemes. A review of recruitment and promotion processes at Bands 8 and above should also be undertaken to identify and remove any unintentional bias. Additionally, improving male representation in lower bands and part-time roles may help balance the workforce distribution and further reduce the pay gap. Ongoing monitoring and transparent reporting will be key to sustaining progress and ensuring accountability in achieving gender pay equity.










5. Action Pan
The ICB has a dedicated Equality, Diversity, and Inclusion (EDI) Action Plan in place for 2025/26, which outlines broader organisational priorities in promoting equity and inclusive practices. This Gender Pay Gap Action Plan should be read in conjunction with the EDI strategy, as it highlights targeted actions specifically focused on addressing gender-related pay disparities.

	[bookmark: _Toc200968399]Action Area
	Action
	Responsible
	Timeline
	Success Measures

	Governance and Accountability
	Assign senior leadership accountability for gender pay gap reporting and progress monitoring.
	Director of People / Chief People Officer
	Q2 2025 (ongoing annually)
	Named senior lead identified in public statement

Annual reports signed off and published on time


	Data Transparency and Reporting
	Ensure timely collection, analysis and publication of gender pay gap data.

	HR Analytics Team
	Snapshot data 31 March 2026

Q1 2026/27: Publish GPG Report 2026
	Full compliance with regulatory deadlines and clear public-facing reporting

	Review of Recruitment and Promotion Practices
	Audit recruitment and promotion procedures to identify barriers to female advancement into senior roles.

	HR Business Partners / Recruitment Team
	Q3 2025/26: Conduct initial audit and identify actions


	Balanced shortlists for senior roles

Increased female representation at Bands 8c and above


	Career Development and Talent Pipeline
	Develop targeted talent development programmes and leadership pathways for women.
	Learning & Development / EDI Lead
	Q3 2025/26:  Develop a structured programme combining leadership skills training, mentorship, and career development workshops ready to pilot Q4 2025/26

Q1 2026/27: launch development programmes

	Uptake and completion of development programmes

Improved internal progression rates for women

	Flexible Working and Role Design
	Promote and normalise flexible and part-time working across all levels, including senior roles.

	HR Policy Team / Line Managers
	Policy refresh and manager training by Q4 2025/26
	Increase in part-time/flexible working at senior levels

Uptake by both male and female employees


	Engagement and Communication
	Communicate progress and challenges transparently and engage staff networks and unions.

	Communications and EDI Teams
	Quarterly updates and annual engagement sessions
	Improved survey results

Active participation from staff networks
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