
 
 

Gender Pay Gap Reporting – 2020 
 

Introduction 
 
Under legislation that came into force in April 2017, UK employers with more than 250 
employees are required to publish their gender pay gap under the Equality Act 2010 (Gender 
Pay Gap Information) Regulations 2017. This is Birmingham St Mary’s Hospice’s third report 
and is based on the snapshot date of 5th April 2020. 
 
What is the Gender Pay Gap? 
 
The gender pay gap is the difference in the average salaries earned by men and women in 
an organisation. It does not compare salaries earned by men and women in similar roles. 
 
We are required to calculate and present our Gender Pay Gap in two different ways: mean 
pay and median pay. 
 
As Birmingham St Mary’s Hospice does not pay any bonuses to any of its staff, we are 
limiting this report to the three calculations we are required to report on: the proportion of 
males to female in each pay quartile, the gender pay gap (median) and the gender pay gap 
(mean).  
 
What is Birmingham St Mary’s Hospice Gender Pay Gap? 
 
Our Workforce 
 
Like many charities, we have more female employees than male employees. Employed on 
5th April 2020 (the snapshot date) were 231 full-pay relevant employees. The gender profile 
of the full-pay relevant workforce is 25 (11%) male and 206 (89%) female.  
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Mean Gender Pay Gap 
 
The mean gender pay gap is calculated by adding up all of the hourly rates and dividing the 
result by the number of hourly rates that were in the list. 
 
The mean gender pay gap for Birmingham St Mary’s Hospice is -5.84%. Gender pay gap 
expressed as a negative % reveals that typically male employees have lower pay than 
female employees.  
 

 
 
Median Gender Pay Gap 
 
The median gender pay gap is calculated by listing all of the hourly rates in numerical order 
and is the difference between the midpoints on the range of hourly earnings for men and for 
the midpoint on the range for women.  
 
The median gender pay gap for Birmingham St Mary’s Hospice is 9.88%. This means the 
middle pay range for men is typically higher.  
 

 
 
 
 
 



Proportion of Males and Females in Each Pay Quartile 
 
This shows the Hospice’s workforce divided into four equal sized groups based on hourly 
pay rates. 
 

  
No of 

employees 
No of female 
employees 

No of male 
employees 

% 
Female 

% 
Male 

Lower Quartile 63 55 8 87.3 12.70 
Lower Middle 
Quartile 64 58 6 90.63 9.38 
Upper Middle 
Quartile 61 53 8 86.89 13.11 
Upper Quartile 56 50 6 89.29 10.71 
 
Commentary 
 
In 2019, the mean gender pay gap was -4.43% and the median gender pay gap was 5.46%. 
Our mean gender pay gap is still in favour of females and the gap has increased slightly 
since 2019. Our median gender pay gap is remains in favour of males, with an increase in 
the gap. This is because we employ a much smaller proportion of males to females and the 
males we do employ tend to be in higher paid roles. 
 
Our gender pay gap results reflect that, like many hospices and healthcare organisations, 
Birmingham St Mary’s Hospice employs a largely female workforce. The UK national gender 
pay gap for full time employees in 2020 was 7.4% and it was 15.5% for all employees, so we 
compare favourably to the national picture. The West Midlands region has one of the largest 
gender pay gaps in the UK at 19.7% for all employees. 
 
Birmingham St Mary’s Hospice is committed to the principle of equal opportunities and equal 
treatment for employees regardless of sex, race, religion/belief, age, marriage or civil 
partnership, pregnancy/maternity, sexual orientation, gender reassignment or disability. The 
Hospice has a robust salary structure which shows progression through pay scales, 
alongside a process of job evaluation, to ensure a fair structure. 
 
We are confident that our gender pay gap does not stem from paying men and women 
differently for the same or equivalent work but is because of the result of the roles in which 
men and women work within the organisation and the salaries these roles attract.  
 
What will Birmingham St Mary’s Hospice be doing to address the gender pay gap? 
 
During 2020, the pandemic has meant our approach to flexible working is a lot more 
prominent and we have a wide mix of flexible and blended working to support employees 
with their commitments outside of work. We have engaged our employee forum in a 
discussion about supporting carers to ensure that we are doing what we can.  
 
We have continued to develop our approach to recruitment and resourcing, continuing to 
utilise apprenticeships and the Government’s Kick-start scheme to enhance our workforce 
profile. We are working closely with our local DWP office to promote job opportunities at the 
Hospice. 
 
We have strengthened our workforce reporting measures and have introduced a quarterly 
workforce profile which is shared with our Executive Team and Employee Forum to engage 
these groups in discussion about increasing our diversity.  
 



We have launched our Equality, Diversity and Inclusion strategy which includes an action 
plan for utilising different recruitment methods. Our work in 2021 will develop this further with 
blind shortlisting being introduced to reduce bias in recruitment and the ability to examine 
our recruitment data to see if there are barriers in applications.  
 
Our service leads have attended Equality Impact Assessment Workshops to ensure that any 
new policy, project or service development considers the likely impact on different groups of 
people and how any adverse impact can be reduced.  
 
We have also reviewed the language we use on documents such as job descriptions and 
information leaflets to ensure gender neutral language is used. 
 
 
Declaration: We confirm that Birmingham St Mary’s Hospice gender pay gap calculations are 
calculated in accordance with the guidance and requirements prescribed by the Equality Act 
2010. 
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