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Background and Methodology 

 

This is the final Gender Pay Gap report for Leeds CCG before it transitions into the 

ICS.  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.  

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 workplace 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 

• Offering flexible working from the first day of employment 

•  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 

• Having a range of up-to-date workforce policies which are regularly reviewed. 

• A Workforce and Diversity Group that helps to review policies and data 

related to diversity 

• An Equality and Diversity lead 



Gender Pay Gap 2021 

2 | P a g e  
 

• A People and Organisational Development Strategy that focuses on diversity 

and inclusion. 

 

 

Actions since our last report 

During 20/21, with the aim of addressing our GPG, the CCG also: 

• Updated appraisal system which encourages managers to have career 

progression conversations as well as regular reviews regarding the flexibility 

available within a role 

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

appointment meet equality and diversity standards 

• Updated our flexible working policy to reflect the right of employees to request 

flexible working from their first day of employment 

• Supported CCG colleagues to access accredited development opportunities 

that could support them in their career progression 

• Provided a deeper analysis of the 2020 GPG data to identify if there were any 

obvious areas of challenge for the CCG. 

Changes to our data 

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 

The mean pay gap, remains high at 22.09%, however there has been a reduction 

down from 25.64% in our last report. The median pay gap has seen a narrow 

improvement reducing to 14.74% from 14.87%. 

As we transition to the ICS the Annual Gender Pay Gap report will no longer focus 

on the data for Leeds alone. Whilst it is expected that each area will have a 

responsibility to continue to narrow the Gender Pay Gap for their office of the ICS, it 

also makes sense to approach any actions towards improving the pay gap 

strategically through an ICS lens. Excitingly the establishment of a new organisation 

presents a unique opportunity to revisit how we address our Gender Pay Gap, some 

things that the ICS will be able to consider are: 

• Encouraging applications from Women into positions on the ICB and other 

senior Tiers in the organisation. 

• De-stereotyping the gender specific view that communities have about lower 

banded roles to attract men into entry level positions 

• Better usage of apprenticeships to fast-track staff careers and attract talent 
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• Promotion of flexible working and Agile working to attract diverse talent 

including women who predominantly are shoulder caring responsibilities 

• Continue to review the affect that Agenda for Change has on the Gender Pay 

gap 

Conclusion 

As the CCGs across West Yorkshire combine to create the ICS it is imperative that 

the HR and EDI Leads use this opportunity to establish a unique recruitment and 

retention approach that will attract diverse candidates and narrow our GPG. This is 

one of many actions that the HR team are considering in the design and 

development of the HR function.  The team will continue to use data such as this to 

inform their decision-making process. 


