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[bookmark: _Toc237612372]1. Introduction
Background:
The purpose of this report is to provide a data set baseline position for all Equity, Diversity & Inclusion (EDI) Pay Gap Key Performance Indicators (KPIs) at the beginning of the first quarter of the year 2025/2026 and draw a comparison with the last few year’s data (where available), in order to inform the actions required to achieve the ambition to be a fully inclusive employer. 
[bookmark: _Toc170292981]Organisations with 250 or more employees are mandated by the government to report annually on their gender pay gap. The requirements of the mandate within the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017 are to publish information relating to pay for six specific measures, as detailed in this report. 
Due to different historic approaches to this reporting and available workforce data between the hospital operating units, it has not been possible to mirror the data consistently throughout the report. This is why there is greater granularity of data available for legacy NBT and not UHBW. (See Appendix 2 p. 21.) In future annual reports, it is expected that this will be consolidated as one Bristol NHS Foundation Trust. 
Definition:
The gender pay gap is the difference between the average hourly earnings of men and women. This is not the same as equal pay, which is concerned with men and women earning equal pay for the same jobs, similar jobs or work of equal value. It is unlawful to pay people unequally because of gender. Instead, the gender pay gap highlights any imbalance of average pay across an organisation. For example, if an organisation’s workforce is predominantly female yet the majority of senior positions are held by men, the average female salary would be lower than the average male salary. UHBW is required to report on a ‘mean’ and a ‘median’ gender pay gap. 
At the Bristol NHS Foundation Trust and within the NHS, our pay structure and reward terms and conditions are linked to time served. Pay increases after certain milestones of length of service are met.
Future Reporting:
On 26 March 2026, the UK government concluded a consultation on the introduction of mandatory ethnicity and disability pay gap reporting for large organisations, with this mandate likely to begin in 2027. The government must first introduce and pass the Equality (Race and Disability) Bill through Parliament before this becomes a requirement. 
The reports will follow the same requirements as gender pay gap reporting which include mean pay gap, median pay gap, mean bonus gap, median bonus gap, proportion of groups receiving a bonus, and the pay quartile distribution. An agreed action plan will also be required for all 3 pay gaps. 
Although not required yet, BFT has started reporting on this important work on a voluntary basis to prepare and benchmark for future years, while further supporting the Trust’s current EDI aims and ambitions. 
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[bookmark: _Toc237612373][bookmark: _Toc170292982]2. Gender Pay Gap 
	Gender Pay Gap
Measure
	Current position
	Performance year on year

	
	NBT
	UHBW
	NBT
	UHBW

	Mean Gender Pay Gap
The mean pay gap is the difference between the total pay of all male and female employees, when each cohort is added up and divided by the total number of individuals in each respective group.
	NBT’s Mean Gender Pay Gap for 2026 is 15.88% in favour of male employees.
This equates to male staff being paid an additional hourly rate of £4.23.
YOY the mean pay gap has reduced from 17.37% and the hourly pay gap has also reduced by £0.30.
The pay gap has historically been in favour of male staff due to the impact of Clinical Excellence Awards which should reduce as more male beneficiaries retire or leave the organisation. This could explain the reduction in pay gaps for this year.  
If Medical and Dental staff are removed, the mean pay gap is 4.98% in favour of women.
	UHBW’s Mean Gender Pay Gap for 2026 is 15.81% in favour of male employees.
This is largely attributable to the difference in gender profile across roles in the organisation. A greater proportion of male employees in the Trust occupy senior or medical roles. Female employees make up a disproportionate amount of nursing roles, in particular.
The mean gender pay gap for AfC roles only is 3.97% in favour of female employees.
	↓ by 1.49 percentage points
Historic data:
2021: 21.85%
2022: 21.22%
2023: 18.91%
2024: 17.41%
2025: 17.23%

	↓ by 0.66 percentage points
Historic data:
2021: 18.30%
2022: 19.03%
2023: 16.20%
2024: 15.11%
2025: 16.47%

	Median Gender Pay Gap
The median pay gap is the difference between the mid-point of male and female employees when each cohort’s pay is listed from highest to lowest. 

	NBT’s Median Gender Pay Gap for 2026 is –1.91%, therefore in favour of female employees.
YOY this has moved a further 1.39%-points in favour of women, as has the hourly pay gap which has increased a further £0.28. 
If Medical and Dental staff are removed, the median pay gap jumps even further in favour of women to -13.85%.

	UHBW’s Median Gender Pay Gap for 2026 is 0.20% in favour of male employees.
In previous years, the median male employee has been at AfC band 6, on the intermediate pay point, with the median female employee at the band 6 entry pay point. This year both are on the same point.
The median gender pay gap for AfC roles only is 10.31% in favour of female employees.
	↓ by 1.39 percentage points. 
Historic data:
2021: 2.34%
2022: 1.33%
2023: 0.62%
2024: -0.87%
2025: -0.57%

	↓ by 2.26 percentage points. 
Historic data:
2021: 4.22%
2022: 10.89%
2023: 4.34%
2024: 3.19%
2025: 2.46%


	Pay quartiles
All staff irrespective of gender have been ordered based on average hourly rate of pay and then separated into four quartiles. 
The lower quartile (1) represents the lowest salaries in the Trust and the upper quartile (4) represents the highest salaries.

	NBT’s gender split between across its workforce is 72% female and 28% male. This is the greatest shift in gender split for the last 4 years with a 1.55%-point shift variance with less female staff and more male staff compared to 2025. 
The Trust employs more women than men in every pay quartile, with the lowest percentage of men in the highest 2 pay quartiles (3 & 4). The majority of men are in the lowest pay quartile and there is a 10.22%-point gap between the highest and lowest quartiles.   
If medical staff are removed from the calculation, all quartiles change with the average percentage of female staff increasing by 3.36%-points and the reverse for male staff. The majority of men continue to be in the lowest quartile, but the lowest percentage of men changes to quartile 3 only.
	Compared to the position across the workforce as a whole, where males represent 24.8%, there are proportionally more males in the highest pay quartile (34.15%). This reflects that the highest paid roles such as medical consultants are more balanced by gender than non-medical roles such as nursing.
	Year on year the proportion of males has increased in all quartiles, the greatest increase of 2.63%-points in Quartile 4. When medical staff are removed, the greatest increase for males is in quartile 2, with an increase of 3.3%-points. 
	Proportion of Males in quartile 4 ↓ by 0.50 percentage points




	Gender Pay Gap
Measure
	Current position
	Performance year on year

	
	NBT
	UHBW
	NBT
	UHBW

	Medical and Dental Mean and Median Gender Pay Gap
	The mean gender pay gap for medical and dental staff is 11.07% in favour of male employees, which equates to an hourly pay gap of £5.62.
The median pay gap for medical and dental staff is 21.80% in favour of male employees, which equates to an hourly pay gap of £11.47.
This is attributable to slightly more male medical staff than female, but it is swayed further by more males in the highest paid medical grade of consultant and the medical director. 

	The mean gender pay gap for medical and dental staff is 5.34% in favour of male employees.
The median pay gap for medical and dental staff is 6.63% in favour of male employees.
[bookmark: _Int_4zPnoTjc]Largely this is attributable to gender balance across grades; 50% of Consultants are female, while 64% of FY1-2 are female.
	Mean pay gap medical and dental ↓ by 0.9 %-points.
Median pay gap medical and dental ↑ by 0.56%-points.

	Mean pay gap medical and dental ↓ by 0.16 percentage points

	Bonus Pay Mean Gender Pay Gap
These calculations are for Clinical Excellence Awards paid to medical staff. The figures include award recipients from previous years who are receiving payments over several years. The CEAs are the only bonus payments eligible for our Gender Pay Gap annual reporting.

	The mean bonus gender pay gap is 25.97% in favour of male employees which equates to an extra £3,289.88 pa for male medical staff. 
This year 95 out of 136 recipients (69.9%) of CEAs are male, compared to 101 of 148 in 2025 (68.2%).
The total number of recipients has significantly fallen since 2023/24 when 441 consultants were receiving this award - 263 of which were male, 178 were female. However, this has not impacted the overall bonus pay gap which has increased due to the ratio of more men receiving the bonus compared to women. 
	The mean bonus gender pay gap is 13.88% in favour of male employees.
The Trust has no local control over its bonus pay gap, and the significant gender difference reflects the retention of the pre-2018 Local Clinical Excellence Awards and the awarding of National Clinical Impact Awards. 
As the most senior recipients of pre-2018 awards retire, the bonus pay gap is expected to reduce in the coming years. This year 102 out of 180 recipients of ‘bonuses’ are male, compared to 107 of 185 in 2025.
	Mean bonus pay gap ↓ by 2.6 percentage points. 
Historic data:
2024: 22.37%
2025: 28.57%


	Mean bonus pay gap ↑ by 2.40 percentage points 
Historic data:
2021: 20.02%
2022: 21.04%
2023: 14.04%
2024: 14.05%
2025: 11.48%

	Bonus Pay Median Gender Pay Gap
	The median bonus gender pay gap is 20.99% in favour of male employees.
This is a reduction from the previous year but again is out of scope for influence or change due to the historic nature of the bonus scheme. 

	[bookmark: _Int_jHZekavw]The median bonus gender pay gap is 21.33% in favour of male employees.
As above, this is out of the Trust’s control. However, the spike this year can be observed as the result of the pay brackets in the old LCEAs, with the median female payment being L2 of the old LCEA, and the median male payment being a pro-rata L3 LCEA. In an ordered list of all ‘bonuses’, the median female is 91st and the median male 85th, compared to female 96th and male 89th in 2025, demonstrating minimal real change.
	Mean bonus pay gap ↓ by 1.89 percentage points.
Historic data:
2024: 0%
2025: 22.88%
	[bookmark: _Int_IVxlllyP]Median bonus pay gap ↑ by 12.73 percentage points
Historic data:
2021: 33.33%
2022: 0%
2023: 0%
2024: 0%
2025: 8.60%





[bookmark: _Toc237612374]3. Ethnicity Pay Gap 
	Ethnicity Pay Gap Measure
	Current position
	Performance year on year

	
	NBT
	UHBW
	NBT
	UHBW

	Mean Ethnicity Pay Gap
	NBT’s Mean Ethnicity Pay Gap for 2026 is 11.01% in favour of white employees.
This equates to white staff being paid an additional hourly rate of £2.65.
YOY the mean pay gap has increased from 9.03% by 1.91%-points and the hourly pay gap has also increased by £0.58.

	UHBW’s Mean Ethnicity Pay Gap for 2026 is 7.58% in favour of white employees.


	   by 1.91 percentage points.
Historic data:
2024: 8.29%
2025: 9.03%

	No previous reports

	Median Ethnicity Pay Gap
	NBT’s Median Ethnicity Pay Gap for 2026 is 7.04% in favour of white employees.
YOY the median pay gap has increased from 2.59% by 4.48%-points and the hourly pay gap has also increased by £0.29.
	UHBW’s Median Ethnicity Pay Gap for 2026 is 4.00% in favour of white employees.

	   by 4.48 percentage points.
Historic data:
2024: 4.37%
2025: 2.59%
	No previous reports


	Pay quartiles
	NBT’s ethnicity split across its workforce, excluding ‘unknown’ is 66.94% white and 33.06% global majority. This is a 3-year high for global majority colleagues. 
The Trust employs more white staff than global majority staff in every pay quartile, with the lowest percentage of global majority in the lowest pay quartiles (1).
The largest percentage of global majority staff are in the highest pay quartile (4) and there is a 6.29%-point gap between the highest and lowest quartiles.   
If medical staff are removed from the calculation, the ratio of global majority staff in each quartile remains the same. 

	Compared to the position across the workforce as a whole, where white colleagues represent 67.1%, they are proportionally more represented in the highest pay quartile (75.8%). 
	YOY the percentage of global majority colleagues has increased in the three highest quartiles and shown a decrease in the lowest pay quartile. The largest %-point increase for global majority staff is within the highest pay quartile – 6.66%-points.  
If medical and dental staff are removed from the pay quartiles, global majority staff have increased across the top 3 quartiles too, but this time the largest %-point increase is within pay quartile 3 - 5.84% points. 
	No previous reports


	Ethnicity Pay Gap Measure
	Current position
	Performance year on year

	
	NBT
	UHBW
	NBT
	UHBW

	Medical and Dental Mean and Median Ethnicity Pay Gap
	The mean ethnicity gap for medical and dental staff is 5.9% in favour of white employees, which equates to an hourly pay gap of £2.96.
The median pay gap for medical and dental staff is 20.40% in favour of white employees, which equates to an hourly pay gap of £10.73.

	The mean ethnicity gap for medical and dental staff is 7.14% in favour of white employees.

	Mean pay gap medical and dental ↓ by 3.5 %-points.
Historic data:
2024: 10.08%
2025: 9.4%
Median pay gap medical and dental ↑ by 4.36%-points.
Historic data:
2024: 18.91%
2025: 16.04%
	No previous reports


	Bonus Pay Mean Ethnicity Pay Gap
	The mean bonus ethnicity pay gap is 19.5% in favour of global majority employees which equates to an extra £2,903.70 pa for global majority medical staff. 
This year 102 out of 136 recipients (75%) of CEAs are white, which is no change to the previous year’s percentage when it was 111 of 148 (75%). 
	The mean bonus ethnicity pay gap is 6.31% in favour of white employees.
The Trust has no local control over its bonus pay gap as these payments relate solely to retained CEAs and NCIAs.
 

	Mean bonus down ↓ 5.3%-points. This remains in favour of Global Majority colleagues, but the gap is reducing.
Historic data:
2024: 9.1%
2025: -24.8%
	No previous reports


	Bonus Pay Median Ethnicity Pay Gap
	The median bonus ethnicity pay gap is 48.1% in favour of global majority employees.
	The median bonus ethnicity pay gap is 61.63% in favour of white employees. This large gap arises from the median white employee being on the Level 2 Clinical Excellence Award, and the median non-white employee being on Level 1.
	Median bonus ↓ 1.9%-points. This remains in favour of Global Majority colleagues, but the gap is reducing.
Historic data:
2024: 0%
2025: -50%
	No previous reports






[bookmark: _Toc237612375]4. Disability Pay Gap 
	Disability Pay Gap Measure
	Current position
	Performance year on year

	
	NBT
	UHBW
	NBT
	UHBW

	Mean Disability Pay Gap
	NBT’s Mean Disability Pay Gap for 2026 is 6.56% in favour of employees who have not declared a disability.
This equates to non-disabled staff being paid an additional hourly rate of £1.50.

	UHBW’s Mean Disability Pay Gap for 2026 is 12.92% in favour of employees who have not declared a disability.
Intersectionality: the mean pay gap between white employees who have not declared a disability, and all other racial categories that have declared a disability, is 13.94%. 
	  by 5.18 percentage points.
Historic data:
2024: 8.60%
2025: 11.74%

	No previous reports


	Median Disability Pay Gap
	NBT’s Median Disability Pay Gap for 2026 is 0.56% in favour of employees who have not declared a disability.

	UHBW’s Median Disability Pay Gap for 2026 is 15.32% in favour of employees who have not declared a disability.
Intersectionality: the median pay gap between white employees who have not declared a disability, and all other racial categories that have declared a disability, is 8.40%.
	  by 5.65 percentage points.
Historic data:
2024: 2.35%
2025: 6.21%

	No previous reports


	Pay quartiles
	NBT’s disability split across its workforce, excluding ‘unknown’ is 89.41% non-disabled and 10.59% disabled. This is a YOY decline of 0.88%-points for disabled colleagues. 
The Trust employs more staff without a declared disability than staff who do in every pay quartile, with the lowest percentage of disabled staff in the highest pay quartiles (4).
The largest percentage of disabled staff are in the second lowest pay quartile (2. There is a 2.18%-point gap between the highest and lowest quartiles.   
If medical staff are removed from the calculation, the largest percentage of disabled staff move into the lowest pay quartile (1).
	Compared to the position across the workforce as a whole, where employees who have not declared a disability represent 94.0%, they are proportionally more represented in the highest pay quartile (96.1%). 
It is expected that the representation of disabled colleagues is a significant under-counting due to either a reluctance to report, or a lack of a specific reason to do so.
	YOY the percentage of disabled colleagues has increased in quartile 1 & 3 and decreased in quartiles 2 & 4. 
The largest %-point increase for disabled staff is within the lowest pay quartile (1) – 1.77%-points and the greatest decline is in pay quartile 2 by 4.38%-points. 
If medical and dental staff are removed from the pay quartiles, disabled staff have increased across the bottom quartile only by 2.94%-points.
	No previous reports





	Disability Pay Gap Measure
	Current position
	Performance year on year

	
	NBT
	UHBW
	NBT
	UHBW

	Medical and Dental Mean and Median Disability Pay Gap
	The mean disability gap for medical and dental staff is 7.87% in favour of disabled employees, which equates to an hourly pay gap of £3.97.
The median disability pay gap for medical and dental staff is 21.13% in favour of disabled employees, which equates to an hourly pay gap of £11.12.

	The mean disability pay gap for medical and dental staff is 3.12% in favour of employees who have not declared a disability. 
	Mean pay gap medical and dental ↑ by 6.95 %-points 
Historic data:
2024: 11.29%
2025: -14.82%
Median pay gap medical and dental ↑ by 8.27%-points.
Historic data:
2024: -17.6%
2025: -29.4%
	No previous reports


	Bonus Pay Mean Disability Pay Gap
	The mean bonus disability pay gap is 21.6% in favour of disabled employees which equates to an extra £2,522.97 pa for disabled medical staff. 
This year 22 out of 86 recipients (25.6%) of CEAs are disabled, which is a decline to the previous year’s percentage when it was 25 of 94 (26.6%).

	The mean bonus disability pay gap is 49.77% in favour of employees who have not declared a disability.
Partly this may be attributable to under-declaring of disability, with only 4% of recipients of bonuses recorded as disabled.
	Mean bonus ↑ 3.1%-points. This remains in favour of disabled colleagues, but the gap is reducing.
Historic data:
2024: -102.2%
2025: -24.7%

	No previous reports


	Bonus Pay Median Disability Pay Gap
	The median bonus disability pay gap is 41.8% in favour of disabled employees, which equates to an extra £2,521.02 pa for disabled medical staff.

	The median bonus disability pay gap is 3.68% in favour of employees who have not declared a disability.
	Median bonus down by 4.1%-points. This remains in favour of disabled colleagues, but the gap is increasing.
Historic data:
2024: -112.2%
2025: -37.7%

	No previous reports








[bookmark: _Toc237612376][bookmark: _Toc170293020][bookmark: _Toc170293007]5. Proposed Actions
All the following proposed actions, if approved, will be formalised with clear success metrics, owners and measures of success. 
Gender Pay Gap
High level objective:
Balance the gender split in the highest-paid medical and senior leadership roles whilst sustaining the positive downward trend in the overall pay gap.
Proposed actions:
1. Undertake a detailed review of promotion, recruitment and acting-up opportunities within Medical & Dental roles.
2. Analyse consultant progression, discretionary awards and clinical leadership appointments by gender.
3. Review succession plans for Bands 8d, 9, VSM and senior clinical leadership posts to ensure balanced gender representation.
4. Introduce Divisional gender pay gap dashboards (Power BI) to identify localised hotspots.
5. Increase sponsorship and mentoring opportunities for women in senior medical careers. 
6. Monitor appointment outcomes for consultant, clinical director and executive-level posts.
7. Further develop role of Women’s Networks within BFT.
Metrics for success:
· Further reduction in mean gender pay gap. 
· Increased proportion of women in senior medical and executive leadership roles. 
· Continued reduction in Medical & Dental gender pay gap.

	
Ethnicity Pay Gap
High level objective:
Address progression barriers that contribute to the widening ethnicity pay gap and under-representation at senior levels.
Proposed actions:
1. Complete a Trust-wide progression review as part of Inclusive Recruitment Programme for Global Majority staff from: 
· Band 5 to 6
· Band 6 to 7
· Band 7 to 8
· Senior leadership and VSM appointments.
2. Undertake recruitment and promotion equity audits across all major divisions.
3. Develop divisional action plans for areas with the largest gaps.
4. Introduce ethnicity progression KPIs for Divisions.
5. Strengthen Positive Action programme (Bridges/Accelerate) linked to Bands 7-9 and aspiring senior leaders.
6. Review recruitment panels, talent identification and succession planning processes through Inclusive Recruitment programme.
7. Increase representation of Global Majority colleagues in senior leadership roles, Bands 8a and above. 
8. Further develop role of ethnicity related Networks within BFT.

Metrics for success:
· Reduction in mean and median ethnicity pay gaps.
· Increased representation of Global Majority staff at Bands 8c-9 and VSM level.
· Improved promotion rates for Global Majority colleagues.


Disability Pay Gap
High level objective:
Improve representation of disabled staff at higher grades and strengthen confidence and trust in disability disclosure.
Proposed actions:
1. Deliver a Trust-wide disability declaration programme.
2. Improve manager awareness of workplace adjustments aligned to internal audit on reasonable adjustments in Q4 26/27.
3. Review disability data quality and reporting processes.
4. Conduct focus groups with disabled staff to identify barriers to progression and disclosure.
5. Analyse promotion and recruitment outcomes by disability status.
6. Strengthen implementation of the NHS Disability Confident agenda.
7. Improve visibility of senior disabled role models.
8. Embed disability inclusion measures into talent reviews and succession planning.
9. Further develop role of Disability Networks within BFT.
Metrics for success:
· Increased disability declaration rates.
· Improved representation of disabled staff in higher pay quartiles.
· Further reductions in disability pay gap measures.
· Reduced "unknown" disability status within ESR data.



Proposed general actions for consolidated Pay Gap reduction
Governance:
· Establish regular pay gap review within Bristol NHS Foundation Trust EDI Governance structure.
· Produce a single annual Gender, Ethnicity and Disability Pay Gap Action Plan within broader BFT EDI Plan.
· Report progress bi-annually to the People Committee and Trust Board.
· Ensure Divisional development and ownership of local action plans.
Data and Insight:
· Standardise reporting methodology across BFT, utilising Power BI. 
· Introduce divisional scorecards within People and Culture Plans. 
· Develop intersectional analysis (e.g. ethnicity and disability, gender and ethnicity).
Workforce Development:
· Expand mentoring, sponsorship and leadership development programmes such as Bridges Accelerate to include all under-represented protected characteristic groups. 
· Strengthen inclusive recruitment practices through current working groups.
· Improve transparency of promotion and acting-up opportunities. 
· Embed EDI measures within talent management and succession planning processes.
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[bookmark: _Toc237612378]8. Appendix 1 Definitions
Agenda for Change (AfC)
The main pay system for staff in the NHS, except doctors, dentists and senior managers. Abbreviated to AfC and also known as NHS Terms and Conditions of Service.
· Cluster 1 (AfC bands <1 to 4)
· Cluster 2 (AfC bands 5 to 7)
· Cluster 3 (AfC bands 8a and 8b),
· Cluster 4 (AfC bands 8c to VSM).
Global Majority (previously Ethnically Minoritised)
This term is used in this report to represent colleagues who identify as Black, Asian, Multiple Heritage, GRT (Gypsy, Roma, Traveller), indigenous to the global south, and or have been racialised as 'ethnic minorities'. We have made this move as ‘ethnic minority’ and ‘ethnically minoritised’ have negative connotations and imply that colleagues not racialised as white are in the minority, which is a Eurocentric view. There are incidences where ‘BME’ is used, but this is when quoting NHS England WRES titles for reference.  
Gender Pay Gap (GPG)
[bookmark: _Hlk104487236]The Equality Act 2010 (Specific Duties and Public Authorities) Regulations 2017 (the Regulations) require public sector organisations with over 250 employees to report on and publish their gender pay gap on a yearly basis. This is based on a snapshot from 31st March each year, and each organisation is duty bound to publish information on their website. This report captures data from 31st March 2026.
BFT employs 25,108 substantive staff across several staff groups, including: administrative; nursing; allied health; and medical and dental roles. All staff, except for medical and dental and Very Senior Managers (VSMs), are on Agenda for Change (AfC) pay-scales. 
Model Employer
The 2019 NHSE document “A Model Employer: Increasing Black, Asian, Minority Ethnic Representation at Senior Level across the NHS” outlined the NHS plans, in line with the NHS Long Term Plan (NHSLTP) stating “NHS England and NHS Improvement, with their partners, are committed to tackling race discrimination and creating an NHS where the talents of all staff are valued and developed – not least for the sake of our patients”.   
The government set a clear goal that NHS leadership should be as diverse as the rest of the workforce, therefore addressing the race disparity ratio; and in particular, we should “…ensure that BAME representation at senior management matches that across the rest of the NHS workforce within ten years”.  
[bookmark: _Toc170292987][bookmark: _Toc170292988][bookmark: _Toc170292993][image: ]Breakthrough Objective
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[bookmark: _Toc237612379]9. Appendix 2 Detailed Gender Pay Gap Data – NBT only, due to differences in data reporting capabilities between legacy Trusts. 
[bookmark: _Toc237612380]Mean and Median Pay Gaps YOY
North Bristol NHS Trust
  
	Financial Year
	Female
	Hourly Rate (Mean)
	Male
	Hourly Rate (Mean)
	GPG (Mean)
	GPG % Difference

	2023 - 24
	7979
	£19.85
	2725
	£24.02
	£4.18
	17.39%

	2024 - 25
	8036
	£21.52
	2823
	£26.05
	£4.53
	17.37%

	2025 - 26
	7956
	£22.40
	3024
	£26.63
	£4.23
	15.88%



	Financial Year
	Female
	Hourly Rate (Median)
	Male
	Hourly Rate (Median)
	GPG (Median)
	GPG % Difference

	2024 - 25
	8036
	£19.19
	2823
	£19.09
	-£0.10
	-0.52%

	2023 - 24
	7979
	£18.04
	2725
	£17.85
	-£0.19
	-1.04%

	2025 - 26
	7956
	£20.08
	3024
	£19.70
	-£0.38
	-1.91%




[bookmark: _Toc237612381]Pay Quartiles
North Bristol NHS Trust 
      
	NBT Gender split pay gap 2026
	All Staff
	Headcount
	Excluding Medical Staff
	Headcount

	Quartile
	Female
	Male
	Total
	Female
	Male
	Total

	1
	1841
	67.04%
	905
	32.96%
	2746
	1673
	69.77%
	725
	30.23%
	2398

	2
	1875
	68.28%
	871
	31.72%
	2746
	1747
	72.82%
	652
	27.18%
	2399

	3
	2120
	77.26%
	624
	22.74%
	2744
	1928
	80.43%
	469
	19.57%
	2397

	4
	2120
	77.26%
	624
	22.74%
	2744
	1924
	80.27%
	473
	19.73%
	2397

	
	7956
	72.46%
	3024
	27.54%
	10980
	7272
	75.82%
	2319
	24.18%
	9591



The 2025/26 pay quartile analysis demonstrates strong female representation across all levels of the workforce, with women accounting for 72.5% of all employees and 77.3% of staff in both the upper-middle and highest pay quartiles. When Medical Staff are excluded, women comprise more than 80% of employees in the top two quartiles. These findings indicate that the Trust's overall Gender Pay Gap is not driven by an absence of women in higher-paid roles, but is more likely attributable to workforce composition, occupational distribution and the concentration of men in a relatively small number of very highly paid medical and senior leadership roles.
[bookmark: _Toc237612382]Division Pay Gaps
North Bristol NHS Trust 
	Key
	In favour of women
	In favour of men
	(>) Widening since 2024/25
	(<) closing since 2024/25
	YOY reduction
	YOY increase
	↑ YOY headcount increase
	↓ YOY headcount decrease
	‘-’ Represents suppression of figures where there are 5 or less staff
	Corporate area



	
	2025/26 
	2024/25
	

	Division
	Female headcount
	Hourly Rate (Mean)
	Male headcount
	Hourly Rate (Mean)
	GPG 
	GPG % Difference
	Female headcount
	Hourly Rate (Mean)
	Male headcount
	Hourly Rate (Mean)
	GPG 
	GPG % Difference
	YOY Variance

	Anaesthesia, Surgery, Critical & Renal Division
	1707 ↑
	£23.67
	631 ↑
	£32.75
	£9.07
	27.71%   (<)
	1686
	£22.63
	571
	£31.94
	£9.31
	29.14%
	-1.43%

	Core Clinical Services Division
	1544 ↑
	£21.15
	615 ↑
	£23.93
	£2.78
	11.61%   (>)
	1533
	£20.48
	571
	£22.58
	£2.10
	9.28%
	2.32%

	Facilities Division
	447 ↓
	£15.20
	484 ↑
	£15.80
	£0.60
	3.78%   (>)
	450
	£14.85
	450
	£15.08
	£0.23
	1.54%
	2.24%

	Medicine Division
	1377 ↑ 
	£23.78
	450 ↑
	£28.57
	£4.79
	16.76%   (<)
	1326
	£22.63
	410
	£28.01
	£5.38
	19.21%
	-2.45%

	Neurosciences & Musculoskeletal Division
	935 ↓
	£22.24
	333 ↑
	£33.91
	£11.67
	34.42%   (<)
	958
	£20.98
	315
	£33.10
	£12.12
	36.62%
	-2.21%

	Women and Childrens Division
	792 ↓
	£23.93
	34 ↓
	£43.98
	£20.05
	45.58%   (>)
	798
	£22.98
	41
	£41.55
	£18.57
	44.69%
	0.89%

	Chief Executive Division
	29 ↓
	£28.95
	13 ↓
	£57.21
	£28.25
	49.39%   (<)
	34
	£27.32
	15
	£58.20
	£30.88
	53.06%
	-3.67%

	Chief Medical Office Division
	37 ↑
	£26.27
	7 -
	£35.93
	£9.66
	26.89%   (<)
	34
	£25.86
	7
	£45.07
	£19.20
	42.61%
	-15.72%

	Chief Nursing Office Division
	58 ↓
	£26.95
	15 ↑
	£27.97
	£1.02
	3.63%   (<)
	61
	£25.11
	14
	£26.34
	£1.24
	4.70%
	-1.07%

	Finance Division
	74 ↓
	£21.03
	69 ↑
	£24.98
	£3.96
	15.84%   (<)
	86
	£20.48
	65
	£24.94
	£4.46
	17.90%
	-2.06%

	Information Management Division
	100 ↓
	£19.95
	85 ↓
	£21.71
	£1.75
	8.08%   (>)
	107
	£19.14
	87
	£20.50
	£1.36
	6.62%
	1.46%

	Operations Division
	147 ↓
	£23.54
	46 ↓
	£23.17
	-£0.37
	-1.59%   (<)
	155
	£22.72
	47
	£20.32
	-£2.39
	-11.76%
	10.17%

	People Directorate
	153 ↓
	£21.69
	47 ↓
	£23.11
	£1.42
	6.12%   (<)
	176
	£20.16
	57
	£22.16
	£2.00
	9.03%
	-2.90%

	Projects Division
	6 ↓
	£23.09
	- ↓
	£14.72
	-£8.37
	-56.91%   (>)
	15
	£27.47
	-
	£18.24
	-£9.23
	-50.62%
	-6.29%

	NBT Extra Bank Division
	399 ↓
	£21.69
	167 ↑
	£24.65
	£2.96
	12.00%   (<)
	460
	£22.42
	148
	£29.48
	£7.06
	23.95%
	-11.95%

	Ring Fenced Funding
	15 ↓
	£20.97
	6 ↑
	£22.88
	£1.91
	8.33%   (>)
	17
	£20.49
	-
	£22.20
	£1.72
	7.73%
	0.60%

	Strategy & Transformation Division
	135 ↓
	£22.49
	16 ↓
	£19.79
	-£2.71
	-13.68%   (<)
	140
	£21.49
	17
	£18.14
	-£3.36
	-18.51%
	4.83%

	Total
	7955
	£22.40
	3019
	£26.63
	£4.23
	15.88%
	8036
	£21.52
	2823
	£26.05
	£4.53
	17.37%
	-1.50%



YOY improvement in GPG was driven by reductions across several major clinical divisions and significant positive movement within the Chief Medical Office and NBT Extra Bank. Several large divisions recorded reductions in the gap, particularly ASCR, Medicine, NMSK and NBT Extra. Despite this progress, substantial pay gaps remain within the Chief Executive Office (49.39%), Women & Children's (45.58%), and NMSK (34.42%) divisions, indicating the continued impact of workforce composition and senior pay distribution. It is important to note caution on areas such as the Chief Executive Office which have small populations. Targeted action to improve representation at senior grades and monitor divisional pay differentials will remain important in sustaining progress.
[bookmark: _Toc237612383]Staff Group Pay Gaps
North Bristol NHS Trust 
	Key
	In favour of women
	In favour of men
	> widening since 2024/25
	< closing since 2024/25
	YOY reduction
	YOY increase
	↑ YOY headcount increase
	↓ YOY headcount decrease



	
	2025/26 
	2024/25
	

	Staff Group
	Female headcount
	Hourly Rate (Mean)
	Male headcount
	Hourly Rate (Mean)
	GPG 
	GPG % Difference
	Female headcount
	Hourly Rate (Mean)
	Male headcount
	Hourly Rate (Mean)
	GPG 
	GPG % Difference
	YOY Variance

	Add Prof Scientific and Technic
	232 ↑
	£26.79
	60 ↑ 
	£27.01
	£0.22
	0.82%    (<)
	215
	£25.27
	57
	£25.82
	£0.55
	2.12%
	-1.29%

	Additional Clinical Services
	1532 ↑
	£15.49
	549 ↑
	£15.61
	£0.12
	0.80%    (>)
	1511
	£14.90
	484
	£14.93
	£0.03
	0.19%
	0.60%

	Administrative and Clerical
	1526 ↓
	£18.01
	523 ↑
	£20.85
	£2.85
	13.65%   (>)
	1628
	£17.38
	520
	£20.02
	£2.63
	13.15%
	0.50%

	Allied Health Professionals
	545 ↑
	£23.98
	150 ↑
	£23.52
	-£0.46
	-1.94%   (>)
	535
	£23.05
	139
	£22.70
	-£0.36
	-1.57%
	-0.37%

	Estates and Ancillary
	440 ↓
	£14.85
	497 ↓
	£14.87
	£0.03
	0.19%    (<)
	465
	£14.35
	456
	£14.52
	£0.17
	1.15%
	-0.96%

	Healthcare Scientists
	346 ↑
	£24.63
	170 ↑
	£23.47
	-£1.16
	-4.95%   (<)
	335
	£23.75
	163
	£22.30
	-£1.45
	-6.48%
	1.53%

	Medical and Dental
	684 ↑
	£45.11
	705 ↑
	£50.73
	£5.62
	11.07%   (<)
	678
	£43.97
	665
	£49.95
	£5.98
	11.97%
	-0.90%

	Nursing and Midwifery Registered
	2647 ↓
	£23.34
	369 ↑
	£23.71
	£0.37
	1.56%     (<)
	2662
	£22.48
	337
	£23.09
	£0.61
	2.65%
	-1.09%

	Students
	- ↓
	£14.55
	- ↓
	£14.11
	-£0.44
	-3.15%   (<)
	7
	£14.85
	-
	£13.59
	-£1.26
	-9.29%
	6.14%

	
	7956
	£22.40
	3024
	£26.63
	£4.23
	15.88%
	8036
	£21.52
	2823
	£26.05
	£4.53
	17.37%
	-1.50%



Improvements were observed across several large staff groups, including Nursing & Midwifery, Medical & Dental, and Additional Professional Scientific & Technical staff. Administrative & Clerical staff continue to show the largest pay gap at 13.65%, while Medical & Dental staff maintain an 11.07% gap despite year-on-year improvement. Several staff groups, including Healthcare Scientists and Allied Health Professionals, continue to demonstrate a reverse pay gap in favour of women. These findings suggest that workforce composition and representation at senior grades remain the principal drivers of the Trust's gender pay gap rather than unequal pay for equivalent roles.




[bookmark: _Toc237612384]Banding Pay Gaps
North Bristol NHS Trust 
	Key
	In favour of women
	In favour of men
	> Widening since 2024/25
	< closing since 2024/25
	YOY reduction
	YOY increase
	↑ YOY headcount increase
	↓ YOY headcount decrease



	
	2025/26
	2024/25
	

	Pay Bands
	Female headcount
	Hourly Rate (Mean)
	Male headcount
	Hourly Rate (Mean)
	GPG 
	GPG % Difference
	Female headcount
	Hourly Rate (Mean)
	Male headcount
	Hourly Rate (Mean)
	GPG 
	GPG % Difference
	YOY Variance

	Band 2
	835 ↑
	£14.30
	573 ↑
	£14.45
	£0.15
	1.05%  (<)
	824
	£13.66
	509
	£13.93
	£0.26
	1.89%
	-0.84%

	Band 3
	1182 ↓
	£14.61
	378 ↓
	£14.91
	£0.30
	2.02%  (>)
	1235
	£14.05
	381
	£14.14
	£0.09
	0.64%
	1.38%

	Band 4
	718 ↓
	£15.28
	214 ↑
	£15.44
	£0.17
	1.07% (<)
	722
	£14.73
	185
	£15.00
	£0.27
	1.82%
	-0.75%

	Band 5
	1563 ↓
	£20.14
	344 ↑
	£19.31
	-£0.83
	-4.28%  (>)
	1575
	£19.53
	333
	£18.76
	-£0.76
	-4.08%
	-0.21%

	Band 6
	1270 ↓
	£22.95
	266 ↑
	£22.05
	-£0.90
	-4.10%  (>)
	1282
	£22.10
	250
	£21.27
	-£0.83
	-3.91%
	-0.19%

	Band 7
	879 ↑
	£26.76
	211 ↑
	£26.02
	-£0.74
	-2.84%  (<)
	866
	£25.75
	204
	£24.98
	-£0.77
	-3.06%
	0.22%

	Band 8A
	263 ↑
	£30.35
	86 ↑
	£29.83
	-£0.52
	-1.75%  (>)
	253
	£28.85
	83
	£28.80
	-£0.05
	-0.19%
	-1.56%

	Band 8B
	100 ↑
	£34.96
	48 ↑
	£34.58
	-£0.39
	-1.12%  (<)
	95
	£33.55
	42
	£33.79
	£0.24
	0.72%
	-1.84%

	Band 8C
	33 ↓
	£41.71
	17 ↑
	£41.32
	-£0.39
	-0.94%  (<)
	36
	£39.92
	14
	£36.81
	-£3.11
	-8.44%
	7.50%

	Band 8D
	26 ↑
	£48.88
	12 -
	£49.04
	£0.16
	0.32% (>)
	23
	£46.05
	12
	£45.82
	-£0.23
	-0.50%
	0.82%

	Band 9
	11 ↓ 
	£60.02
	16 ↑
	£58.41
	-£1.61
	-2.76%  (<)
	14
	£54.85
	14
	£56.33
	£1.48
	2.63%
	-5.39%

	Bank - Mass Vaccination
	- ↑
	£17.84
	- =
	£14.72
	-£3.13
	-21.26% (<)
	-
	£14.79
	-
	£21.14
	£6.35
	30.05%
	-51.31%

	Medical & Dental
	670 ↑
	£44.89
	681 ↑
	£50.39
	£5.50
	10.91% (<)
	644
	£43.22
	640
	£48.65
	£5.44
	11.18%
	-0.26%

	Medical & Dental - Locum
	14 ↓
	£55.82
	24 ↓
	£60.44
	£4.62
	7.64%  (<)
	34
	£58.19
	25
	£83.06
	£24.87
	29.94%
	-22.30%

	Non-AFC
	386 ↓
	£20.45
	150 ↑
	£18.83
	-£1.62
	-8.60% (>)
	427
	£19.56
	125
	£18.59
	-£0.96
	-5.18%
	-3.42%

	VSM
	- ↓
	£88.34
	-
	£87.93
	-£0.41
	-0.46%  (<)
	-
	£84.22
	-
	£81.25
	-£2.97
	-3.65%
	3.19%

	Total
	7956
	£22.40
	3024
	£26.63
	£4.23
	15.88%
	8036
	£21.52
	2823
	£26.05
	£4.53
	17.37%
	-1.50%



The pay band analysis demonstrates that gender pay differences within individual pay grades are generally small across the Trust, with many bands showing a reverse pay gap in favour of women. Bands 5-9 largely exhibit gender parity or better outcomes for female staff, suggesting that equal pay within grade is not the primary driver of the organisation's overall gender pay gap and that progression opportunities for women at senior levels are strengthening. The largest remaining gaps are observed within Medical & Dental staff and some lower AfC bands, while significant improvements have been achieved in Medical & Dental Locum and senior AfC grades. Medical & Dental remains one of the largest pay gaps across all staff groups and pay categories and is likely a significant contributor to the overall organisational gender pay gap because of high-salary levels, large workforce population (670 women and 681 men) and potential differences in consultant seniority, specialty mix and clinical excellence awards. 
[bookmark: _Toc237612385]Medical and Dental Pay Gaps
North Bristol NHS Trust 
	Key
	In favour of women
	In favour of men
	> Widening since 2024/25
	< closing since 2024/25
	YOY reduction
	YOY increase
	↑ YOY headcount increase
	↓ YOY headcount decrease



	
	2025/26
	2024/25
	

	Job Role
	Female headcount
	Hourly Rate (Mean)
	Male headcount
	Hourly Rate (Mean)
	GPG 
	GPG % Difference
	Female headcount
	Hourly Rate (Mean)
	Male headcount
	Hourly Rate (Mean)
	GPG 
	GPG % Difference
	YOY Variance

	Associate Specialist (Closed to new entrants)
	- ↓
	£53.25
	- ↓
	£55.67
	£2.41
	4.34%  (>)
	6
	£51.16
	-
	£46.12
	-£5.04
	-10.93%
	15.27%

	Consultant
	263 ↑
	£63.55
	365 ↑
	£65.61
	£2.06
	3.14%  (<)
	256
	£61.40
	347
	£64.37
	£2.97
	4.61%
	-1.47%

	Foundation Year 1
	42 ↓
	£21.13
	27 ↑
	£21.21
	£0.08
	0.37%  (<)
	43
	£19.77
	26
	£19.91
	£0.14
	0.71%
	-0.34%

	Foundation Year 2
	47 ↓
	£28.34
	35 ↑
	£29.67
	£1.34
	4.50%  (>)
	58
	£32.99
	33
	£34.39
	£1.40
	4.08%
	0.42%

	Medical Director
	N/A
	N/A
	- =
	£71.00
	£71.00
	100.00% 
	N/A
	N/A
	-
	£71.48
	£71.48
	100.00%
	0.00%

	Specialist
	9 =
	£50.22
	- =
	£52.88
	£2.67
	5.04%  (>)
	9
	£48.05
	-
	£49.77
	£1.71
	3.44%
	1.61%

	Specialty Doctor
	34 ↑
	£42.00
	13 ↑
	£42.70
	£0.70
	1.64%  (<)
	32
	£41.33
	11
	£48.93
	£7.60
	15.53%
	-13.88%

	Specialty Registrar
	157 ↓
	£36.05
	133 ↑
	£36.90
	£0.85
	2.31%  (>)
	160
	£35.69
	131
	£35.35
	-£0.33
	-0.94%
	3.25%

	Trust Grade Doctor or Dentist - Specialty Registrar
	128 ↑
	£32.58
	125 ↑
	£34.81
	£2.23
	6.39%  (<)
	114
	£31.19
	109
	£33.43
	£2.24
	6.69%
	-0.30%

	Total
	684
	£45.11
	705
	£50.73
	£5.62
	11.07%
	678
	£43.97
	665
	£49.95
	£5.98
	11.97%
	-0.90%



The Medical & Dental workforce remains one of the largest contributors to the Trust's overall Gender Pay Gap due to its size and higher average earnings. Whilst progress has been made, the Medical & Dental workforce continues to exhibit a substantially larger pay gap than is seen within many AfC staff groups. The Medical & Dental gender pay gap reduced from 11.97% to 11.07% in 2025/26, representing an improvement of 0.90 percentage points. Positive progress was driven primarily by significant improvement amongst Specialty Doctors and continued improvement in Consultant pay parity. Consultants remain the largest and highest-paid medical group, with a relatively modest pay gap of 3.14%. Whilst several smaller groups experienced fluctuations, these are likely influenced by low staff numbers. 




[bookmark: _Toc237612386]10. Appendix 3 Detailed Ethnicity Pay Gap Data – NBT only, due to differences in data reporting capabilities between legacy Trusts.
[bookmark: _Toc237612387]Mean and Median Pay Gaps YOY
North Bristol NHS Trust 	
      
	Financial Year
	Global Majority
	Hourly Rate (Mean)
	White
	Hourly Rate (Mean)
	EPG (Mean)
	EPG % Difference

	2023 - 24
	3004
	£19.29
	7063
	£21.03
	£1.74
	8.29%

	2024 - 25
	3120
	£20.84
	6939
	£22.91
	£2.07
	9.03%

	2025 - 26
	3367
	£21.44
	6818
	£24.09
	£2.65
	11.01%



	Financial Year
	Global Majority
	Hourly Rate (Median)
	White
	Hourly Rate (Median)
	EPG (Median)
	EPG % Difference

	2023 - 24
	3004
	£17.31
	7063
	£18.10
	£0.79
	4.37%

	2024 - 25
	3120
	£18.76
	6939
	£19.26
	£0.50
	2.59%

	2025 - 26
	3367
	£19.26
	6818
	£20.72
	£1.46
	7.04%


[bookmark: _Toc237612388]Pay Quartiles
North Bristol NHS Trust 
    
  
	NBT Gender split pay gap 2026
	All Staff
	Headcount
	Excluding Medical Staff
	Headcount

	Quartile
	Global Majority
	White
	Unknown
	Total
	Global Majority
	White
	Unknown
	Total

	1
	770
	28.04%
	1824
	66.42%
	152
	5.54%
	2746
	649
	27.06
	1622
	67.64
	127
	5.30
	2398

	2
	773
	28.15%
	1705
	62.09%
	268
	9.76%
	2746
	745
	31.05
	1542
	64.28
	112
	4.67
	2399

	3
	882
	32.14%
	1668
	60.79%
	194
	7.07%
	2744
	805
	33.58
	1466
	61.16
	126
	5.26
	2397

	4
	942
	34.33%
	1621
	59.07%
	181
	6.60%
	2744
	873
	36.42
	1403
	58.53
	121
	5.05
	2397

	
	3367
	30.66%
	6818
	62.09%
	795
	7.24%
	10980
	3072
	32.03
	6033
	62.90
	486
	5.07
	9591



The quartile analysis shows that Global Majority staff are increasingly represented as pay levels rise, accounting for 28.0% of staff in the lowest pay quartile and 34.3% in the highest. This indicates that the Trust's ethnicity pay gap is not driven by a concentration of Global Majority staff in lower-paid roles. Instead, analysis of pay bands and job roles suggests that disparities arise primarily at the highest-paying levels of the organisation, where Global Majority representation remains limited, particularly within Bands 8C-9, Very Senior Manager positions and other senior leadership roles. The evidence therefore points to progression into the most senior grades and leadership positions as the principal driver of the remaining ethnicity pay gap.
[bookmark: _Toc237612389]Division Pay Gaps
North Bristol NHS Trust 
	Key
	In favour of global majority staff
	In favour of white staff
	(>) Widening since 2024/25
	(<) closing since 2024/25
	YOY reduction
	YOY increase
	↑ YOY headcount increase
	↓ YOY headcount decrease
	Corporate area



	
	2025/26 
	2024/25
	

	Division
	Global Majority headcount
	Hourly Rate (Mean)
	White headcount
	Hourly Rate (Mean)
	EPG 
	EPG % Difference
	Global Majority headcount
	Hourly Rate (Mean)
	White headcount
	Hourly Rate (Mean)
	EPG 
	EPG % Difference
	YOY Variance

	Anaesthesia, Surgery, Critical & Renal Division
	829 ↑
	£22.84
	1299 ↑ 
	£26.53
	£3.69
	13.91%  (>)
	776
	£22.08
	1264
	£25.11
	£3.03
	12.05%
	1.86%

	Core Clinical Services Division
	487 ↑
	£20.13
	1555 ↓
	£22.26
	£2.13
	9.58%  (>)
	438
	£19.60
	1559
	£21.15
	£1.55
	7.33%
	2.24%

	Facilities Division
	396 ↑
	£15.04
	459 ↓
	£16.05
	£1.00
	6.25%  (>)
	339
	£14.58
	495
	£15.37
	£0.79
	5.11%
	1.14%

	Medicine Division
	651 ↑
	£22.23
	1014 ↑
	£26.62
	£4.39
	16.50%  (>)
	589
	£21.78
	969
	£24.93
	£3.14
	12.61%
	3.89%

	Neurosciences & Musculoskeletal Division
	407 ↓
	£24.19
	759 ↓
	£25.40
	£1.21
	4.77%  (>)
	415
	£23.00
	765
	£23.97
	£0.97
	4.03%
	0.74%

	Women and Childrens Division
	123 ↑
	£27.56
	670 ↓
	£24.09
	-£3.48
	-14.44%  (>)
	111
	£25.90
	695
	£23.26
	-£2.64
	-11.36%
	-3.09%

	Chief Executive Division
	- ↓
	£31.11
	36 ↓
	£37.72
	£6.62
	17.54%  (<)
	6
	£26.50
	40
	£36.97
	£10.47
	28.33%
	-10.78%

	Chief Medical Office Division
	- ↓
	£46.85
	37 ↑
	£25.07
	-£21.79
	-86.90%  (>)
	-
	£34.80
	32
	£27.01
	-£7.79
	-28.85%
	-58.05%

	Chief Nursing Office Division
	12 =
	£24.84
	59 ↓
	£27.66
	£2.82
	10.20%  (>)
	12
	£24.11
	62
	£25.77
	£1.66
	6.44%
	3.76%

	Finance Division
	44 ↑
	£18.71
	96 ↓
	£24.77
	£6.06
	24.46%  (>)
	37
	£20.04
	107
	£23.24
	£3.19
	13.75%
	10.71%

	Information Management Division
	33 ↓
	£18.95
	147 ↓
	£21.31
	£2.36
	11.08%  (>)
	40
	£18.41
	151
	£20.17
	£1.77
	8.75%
	2.33%

	Operations Division
	54 ↓
	£19.77
	126 =
	£24.57
	£4.80
	19.53%  (<)
	59
	£18.30
	126
	£23.10
	£4.80
	20.78%
	-1.25%

	People Directorate
	31 ↓
	£18.73
	158 ↓
	£22.32
	£3.59
	16.09%  (>)
	40
	£17.83
	175
	£20.49
	£2.66
	13.00%
	3.10%

	Projects Division
	0 ↓
	£0.00
	7 ↓
	£21.89
	£21.89
	100.00%  (>)
	-
	£13.13
	14
	£23.75
	£10.62
	44.73%
	55.27%

	NBT Extra Bank Division
	266 ↑
	£20.95
	263 ↓
	£23.46
	£2.51
	10.69%  (<)
	229
	£20.85
	340
	£25.23
	£4.38
	17.36%
	-6.67%

	Ring Fenced Funding
	- ↓
	£21.36
	11 ↓
	£21.06
	-£0.30
	-1.43%  (>)
	-
	£20.38
	14
	£21.27
	£0.89
	4.18%
	-5.61%

	Strategy & Transformation Division
	23 ↑
	£19.77
	120 ↓
	£22.62
	£2.85
	12.59%  (<)
	19
	£18.16
	131
	£21.55
	£3.39
	15.72%
	-3.12%

	Total
	3366
	£21.44
	6816
	£24.09
	£2.65
	11.01%
	3120
	£20.84
	6939
	£22.91
	£2.07
	9.03%
	1.97%



The Trust's mean ethnicity pay gap increased from 9.03% in 2024/25 to 11.01% in 2025/26, representing a deterioration of 1.97 percentage points. While hourly pay increased for both Global Majority and White colleagues, pay growth was proportionally higher for White staff. The largest contributors to the overall gap remain ASCR and Medicine due to their combination of large workforces and above-average pay gaps. Significant worsening was observed within Finance, Medicine and the People Directorate, while notable improvements were seen in the Chief Executive Division and NBT Extra Bank. Targeted action should focus on progression, representation at higher pay bands and recruitment into senior roles within the largest divisions where disparities remain greatest.
[bookmark: _Toc237612390]Staff Group Pay Gaps
North Bristol NHS Trust 
	Key
	In favour of global majority staff
	In favour of white staff
	> widening since 2024/25
	< closing since 2024/25
	YOY reduction
	YOY increase
	↑ YOY headcount increase
	↓ YOY headcount decrease



	
	2025/26 
	2024/25
	

	Staff Group
	Global Majority headcount
	Hourly Rate (Mean)
	White headcount
	Hourly Rate (Mean)
	EPG
	EPG % Difference
	Global Majority headcount
	Hourly Rate (Mean)
	White headcount
	Hourly Rate (Mean)
	EPG 
	EPG % Difference
	YOY Variance

	Add Prof Scientific and Technic
	52 ↓
	£25.29
	231 ↑
	£27.24
	£1.95
	7.17%  (>)
	54
	£23.64
	215
	£25.81
	£2.16
	8.38%
	-1.20%

	Additional Clinical Services
	861 ↑
	£15.93
	1078 ↓
	£15.20
	-£0.74
	-4.84% (>)
	762
	£15.19
	1101
	£14.74
	-£0.45
	-3.09%
	-1.75%

	Administrative and Clerical
	324 ↓
	£17.00
	1630 ↓
	£19.15
	£2.15
	11.23% (>)
	330
	£16.32
	1730
	£18.31
	£1.99
	10.89%
	0.35%

	Allied Health Professionals
	77 ↑
	£22.21
	575 ↑
	£24.23
	£2.02
	8.35% (>)
	70
	£21.35
	567
	£23.24
	£1.89
	8.15%
	0.20%

	Estates and Ancillary
	419 ↑
	£14.97
	453 ↓ 
	£14.84
	-£0.13
	-0.89% (<)
	361
	£14.70
	507
	£14.30
	-£0.41
	-2.84%
	1.95%

	Healthcare Scientists
	91 ↑
	£21.33
	409 ↑
	£24.99
	£3.66
	14.64% (>)
	78
	£20.70
	407
	£23.84
	£3.14
	13.18%
	1.46%

	Medical and Dental
	295 ↑
	£47.22
	785 ↑
	£50.18
	£2.96
	5.90% (<)
	271
	£46.60
	688
	£51.43
	£4.83
	9.40%
	-3.50%

	Nursing and Midwifery Registered
	1247 ↑
	£22.27
	1653 ↓
	£24.22
	£1.94
	8.02% (>)
	1193
	£21.56
	1716
	£23.24
	£1.67
	7.21%
	0.82%

	Students
	- = 
	£14.28
	- ↓
	£14.51
	£0.23
	1.60%  (<)
	-
	£13.69
	-
	£14.68
	£0.99
	6.75%
	-5.15%

	Total
	3367
	£21.44
	6818
	£24.09
	£2.65
	11.01%
	3120
	£20.84
	6939
	£22.91
	£2.07
	9.03%
	1.97%



Analysis by staff group indicates that the Trust's ethnicity pay gap is primarily driven by differences in representation at higher pay bands rather than differences between occupational groups. The largest gaps are evident within Healthcare Scientists, Administrative and Clerical, Allied Health Professionals and Nursing and Midwifery staff, suggesting that progression into senior, specialist and leadership roles remains uneven. While the Medical and Dental workforce has seen a notable improvement, deterioration across several of the Trust's largest staff groups, particularly Nursing and Midwifery and Administrative and Clerical staff, has contributed to the increase in the overall ethnicity pay gap from 9.03% to 11.01%. This indicates that targeted action on career progression, talent management, promotion and representation at senior grades is likely to have the greatest impact on reducing the pay gap.





[bookmark: _Toc237612391]Banding Pay Gaps
North Bristol NHS Trust 
	Key
	In favour of global majority staff
	In favour of white staff
	> Widening since 2024/25
	< closing since 2024/25
	YOY reduction
	YOY increase
	↑ YOY headcount increase
	↓ YOY headcount decrease



	
	2025/26 
	2024/25
	

	Pay Bands
	Global Majority headcount
	Hourly Rate (Mean)
	White headcount
	Hourly Rate (Mean)
	EPG 
	EPG % Difference
	Global Majority headcount
	Hourly Rate (Mean)
	White headcount
	Hourly Rate (Mean)
	EPG 
	EPG % Difference
	YOY Variance

	Band 2
	583 ↑
	£14.75
	724 ↓
	£14.08
	-£0.66
	-4.70% (<)
	472
	£14.20
	778
	£13.52
	-£0.68
	-5.06%
	0.36%

	Band 3
	552 ↓
	£15.33
	898 ↓
	£14.22
	-£1.11
	-7.82% (>)
	568
	£14.51
	945
	£13.79
	-£0.72
	-5.23%
	-2.59%

	Band 4
	167 ↑
	£15.14
	723 ↓
	£15.38
	£0.23
	1.50% (>)
	140
	£14.83
	733
	£14.78
	-£0.04
	-0.29%
	1.79%

	Band 5
	976 ↑
	£20.95
	844 ↓
	£18.93
	-£2.02
	-10.65% (<)
	942
	£20.43
	896
	£18.31
	-£2.12
	-11.58%
	0.93%

	Band 6
	347 ↑
	£22.52
	1130 ↓
	£22.89
	£0.37
	1.60%  (<)
	323
	£21.62
	1159
	£22.06
	£0.44
	2.00%
	-0.40%

	Band 7
	126 =
	£25.88
	925 ↑
	£26.69
	£0.81
	3.05% (<)
	126
	£24.72
	910
	£25.72
	£1.00
	3.87%
	-0.82%

	Band 8A
	44 ↑
	£29.92
	294 ↑
	£30.09
	£0.17
	0.56% (>)
	42
	£28.90
	287
	£28.80
	-£0.10
	-0.35%
	0.90%

	Band 8B
	9 =
	£34.42
	137 ↑
	£34.82
	£0.40
	1.15% (<)
	9
	£31.89
	124
	£33.73
	£1.84
	5.45%
	-4.30%

	Band 8C
	- =
	£36.09
	46 =
	£41.71
	£5.62
	13.47% (>)
	-
	£34.73
	46
	£39.16
	£4.43
	11.32%
	2.15%

	Band 8D
	- ↓
	£49.69
	34 ↑
	£48.84
	-£0.85
	-1.75% (<)
	-
	£47.70
	30
	£45.68
	-£2.02
	-4.43%
	2.68%

	Band 9
	0 =
	£0.00
	26 =
	£59.06
	£59.06
	100.00% (=)
	0
	£0.00
	26
	£55.60
	£55.60
	100.00%
	0.00%

	Bank - Mass Vaccination
	0 =
	£0.00
	- ↑ 
	£16.80
	£16.80
	100.00% (=)
	0
	£0.00
	-
	£17.96
	£17.96
	100.00%
	0.00%

	Medical & Dental
	290 ↑
	£46.88
	761 ↑
	£49.94
	£3.06
	6.12% (<)
	263
	£46.05
	651
	£50.27
	£4.22
	8.40%
	-2.28%

	Medical & Dental - Locum
	- ↓
	£66.75
	24 ↓
	£57.81
	-£8.94
	-15.45% (<)
	8
	£64.69
	37
	£71.86
	£7.17
	9.98%
	-25.43%

	Non-AFC
	263 ↑
	£20.08
	242 ↓
	£20.00
	-£0.08
	-0.40% (<)
	221
	£19.26
	306
	£19.51
	£0.25
	1.30%
	-1.69%

	VSM
	0 =
	£0.00
	7 ↓
	£88.16
	£88.16
	100.00% (=)
	0
	£0.00
	9
	£83.28
	£83.28
	100.00%
	0.00%

	Total
	3367
	£21.44
	6818
	£24.09
	£2.65
	11.01%
	3120
	£20.84
	6939
	£22.91
	£2.07
	9.03%
	1.97%



Analysis by pay band indicates that the Trust's ethnicity pay gap is principally driven by differences in representation across grades rather than differences in pay within grades. Pay disparities within most Agenda for Change bands are small, and in several bands Global Majority staff earn more on average than White colleagues. Whilst Global Majority staff outnumber White staff at Band 5, their representation falls sharply at Bands 7 and above. This indicates a likely progression challenge between bands 5 and 6; bands 6 and 7; and bands 7 and senior leadership grades. Because higher bands carry substantially greater salaries, under-representation at these levels has a significant impact on average earnings. The absence or very low representation of Global Majority colleagues in the highest-paid leadership grades continues to be a key contributor to the Trust's overall ethnicity pay gap. 


[bookmark: _Toc237612392]Medical and Dental Pay Gaps
North Bristol NHS Trust 
	Key
	In favour of global majority staff
	In favour of white staff
	> Widening since 2024/25
	< closing since 2024/25
	YOY reduction
	YOY increase
	↑ YOY headcount increase
	↓ YOY headcount decrease



	
	2025/26 
	2024/25
	

	Job Role
	Global Majority headcount
	Hourly Rate (Mean)
	White headcount
	Hourly Rate (Mean)
	EPG 
	EPG % Difference
	Global Majority headcount
	Hourly Rate (Mean)
	White headcount
	Hourly Rate (Mean)
	EPG 
	EPG % Difference
	YOY Variance

	Associate Specialist (Closed to new entrants)
	- =
	£58.02
	- ↓
	£49.01
	-£9.01
	-18.39% (<)
	-
	£55.79
	-
	£46.80
	-£8.99
	-19.22%
	0.83%

	Consultant
	125 ↑
	£66.22
	398 ↑
	£65.30
	-£0.92
	-1.41% (<)
	118
	£63.19
	387
	£64.01
	£0.83
	1.29%
	-2.70%

	Foundation Year 1
	17 ↑
	£21.41
	38 ↑
	£21.02
	-£0.40
	-1.90% (<)
	11
	£19.77
	22
	£20.27
	£0.50
	2.46%
	-4.36%

	Foundation Year 2
	15 ↑
	£28.43
	45 ↓
	£29.42
	£0.98
	3.34% (>)
	14
	£35.90
	61
	£31.40
	-£4.50
	-14.32%
	17.67%

	Medical Director
	0 =
	£0.00
	- =
	£71.00
	£71.00
	100.00% (=)
	0
	£0.00
	-
	£71.48
	£71.48
	100.00%
	0.00%

	Specialist
	- =
	£49.63
	10 =
	£51.78
	£2.15
	4.14% (>)
	-
	£47.65
	10
	£49.07
	£1.43
	2.90%
	1.24%

	Specialty Doctor
	15 ↑
	£41.54
	25 =
	£43.29
	£1.74
	4.03% (<)
	13
	£41.50
	25
	£45.22
	£3.72
	8.23%
	-4.20%

	Specialty Registrar
	33 ↓
	£35.25
	171 ↑
	£37.07
	£1.83
	4.92% (<)
	39
	£35.21
	121
	£37.10
	£1.89
	5.10%
	-0.18%

	Trust Grade Doctor or Dentist - Specialty Registrar
	85 ↑
	£33.16
	95 ↑
	£33.36
	£0.20
	0.61% (<)
	71
	£32.29
	57
	£33.00
	£0.71
	2.16%
	-1.55%

	Total
	295
	£47.22
	785
	£50.18
	£2.96
	5.90%
	271
	£46.60
	688
	£51.43
	£4.83
	9.40%
	-3.50%



Detailed analysis of Medical & Dental roles indicates that this workforce is not a primary driver of the Trust's ethnicity pay gap. The overall Medical & Dental gap has reduced substantially from 9.40% to 5.90%, with Global Majority consultants earning marginally more on average than their White counterparts. Remaining disparities are likely linked to representation in the most senior medical leadership and specialist roles rather than differences within core medical grades. The evidence suggests that the Trust-wide ethnicity pay gap is more strongly influenced by progression and representation challenges within nursing, healthcare science, administrative, corporate and senior managerial career pathways than within the medical workforce.


[bookmark: _Toc237612393]11. Appendix 4 Detailed Disability Pay Gap Data – NBT only, due to differences in data capabilities between legacy Trusts.
[bookmark: _Toc237612394]Mean and Median Pay Gaps YOY
North Bristol NHS Trust 
   
	Financial Year
	Disabled
	Hourly Rate (Mean)
	Non-Disabled
	Hourly Rate (Mean)
	DPG (Mean)
	DPG % Difference

	2023 - 24
	841
	£21.15
	8220
	£20.17
	£0.98
	4.85%

	2024 - 25
	1099
	£23.95
	8331
	£21.87
	£2.08
	9.51%

	2025 - 26
	1016
	£24.27
	8415
	£22.77
	£1.50
	6.58%



	Financial Year
	Disabled
	Hourly Rate (Median)
	Non-Disabled
	Hourly Rate (Median)
	DPG (Median)
	DPG % Difference

	2023 - 24
	841
	£21.15
	8220
	£20.17
	£0.00
	0.00%

	2024 - 25
	1099
	£23.95
	8331
	£21.87
	£0.98
	5.14%

	2025 - 26
	1016
	£24.27
	8415
	£22.77
	£0.11
	0.56%


[bookmark: _Toc237612395]Pay Quartiles
North Bristol NHS Trust 
   

	NBT Gender split pay gap 2026
	All Staff
	Headcount
	Excluding Medical Staff
	Headcount

	Quartile
	Disabled
	Non-disabled
	Unknown
	Total
	Disabled
	Non-disabled
	Unknown
	Total

	1
	279
	10.16%
	2195
	79.93%
	272
	9.91%
	2746
	252
	10.51%
	1881
	78.44%
	265
	11.05%
	2398

	2
	251
	9.14%
	1961
	71.41%
	534
	19.45%
	2746
	211
	8.80%
	1942
	80.95%
	246
	10.25%
	2399

	3
	267
	9.73%
	2120
	77.26%
	357
	13.01%
	2744
	209
	8.72%
	1904
	79.43%
	284
	11.85%
	2397

	4
	219
	7.98%
	2139
	77.95%
	386
	14.07%
	2744
	179
	7.47%
	1915
	79.89%
	303
	12.64%
	2397

	
	1016
	9.25%
	8415
	76.64%
	1549
	14.11%
	10980
	851
	8.87%
	7642
	79.68%
	1098
	11.45%
	9591



Disabled staff account for 9.25% of the Trust's workforce and are represented across all pay quartiles. Representation is broadly consistent through the lower and middle quartiles but falls slightly in the highest-paid quartile, where disabled colleagues comprise 7.98% of staff. When Medical & Dental staff are excluded, a clearer pattern emerges, with disabled representation reducing progressively from 10.51% in the lowest quartile to 7.47% in the highest quartile. This suggests that while disabled staff are present throughout the organisation, there remains some under-representation at the highest pay levels, particularly within non-medical career pathways. Improving disability declaration rates and supporting progression into senior roles will remain important factors in addressing the Trust's disability pay gap and strengthening workforce inclusion.
[bookmark: _Toc237612396]Division Pay Gaps
North Bristol NHS Trust 
	Key
	In favour of disabled staff
	In favour of non-disabled staff
	(>) Widening since 2024/25
	(<) closing since 2024/25
	YOY reduction
	YOY increase
	↑ YOY headcount increase
	↓ YOY headcount decrease
	Corporate area



	
	2025/26 
	2024/25
	

	Division
	Disabled headcount
	Hourly Rate (Mean)
	Non-disabled headcount
	Hourly Rate (Mean)
	DPG 
	DPG % Difference
	Disabled headcount
	Hourly Rate (Mean)
	Non-disabled headcount
	Hourly Rate (Mean)
	DPG 
	DPG % Difference
	YOY Variance

	Anaesthesia, Surgery, Critical & Renal Division
	165 ↓ 
	£30.09
	1680 ↑
	£23.95
	£6.13
	25.59%  (<)
	225
	£29.30
	1602
	£22.89
	£6.41
	28.02%
	-2.43%

	Core Clinical Services Division
	248 ↓
	£22.37
	1706 ↑
	£21.56
	£0.80
	3.72%  (<)
	258
	£22.93
	1641
	£20.44
	£2.50
	12.22%
	-8.50%

	Facilities Division
	131 ↓
	£15.18
	687 ↑
	£15.51
	-£0.33
	-2.14%  (<)
	138
	£14.48
	638
	£15.04
	-£0.56
	-3.69%
	1.55%

	Medicine Division
	134 ↑
	£25.30
	1425 ↑
	£24.61
	£0.69
	2.80%  (>)
	126
	£23.52
	1391
	£23.63
	-£0.11
	-0.46%
	3.26%

	Neurosciences & Musculoskeletal Division
	112 =
	£28.98
	965 ↓
	£23.87
	£5.11
	21.40%  (>)
	112
	£26.51
	1000
	£22.83
	£3.68
	16.10%
	5.30%

	Women and Childrens Division
	74 =
	£24.82
	669 ↓
	£24.39
	£0.43
	1.77%  (<)
	74
	£24.51
	677
	£23.22
	£1.29
	5.54%
	-3.77%

	Chief Executive Division
	7 ↑
	£59.66
	32 ↓
	£32.95
	£26.71
	81.08%  (>)
	6
	£38.50
	39
	£36.89
	£1.60
	4.35%
	76.73%

	Chief Medical Office Division
	7 ↑
	£29.71
	34 ↑
	£27.85
	£1.86
	6.69%  (<)
	-
	£31.93
	33
	£29.62
	£2.31
	7.81%
	-1.12%

	Chief Nursing Office Division
	9 =
	£27.82
	55 ↓
	£27.57
	£0.25
	0.92%  (>)
	9
	£25.89
	56
	£25.90
	-£0.01
	-0.04%
	0.96%

	Finance Division
	12 ↑
	£21.16
	114 ↑
	£23.54
	-£2.37
	-10.09%  (<)
	15
	£18.51
	120
	£22.99
	-£4.48
	-19.50%
	9.42%

	Information Management Division
	19 ↑
	£18.59
	149 ↓
	£21.06
	-£2.47
	-11.71%  (<)
	19
	£16.53
	158
	£20.18
	-£3.65
	-18.10%
	6.39%

	Operations Division
	27 ↑
	£20.87
	141 ↓
	£23.47
	-£2.60
	-11.07%  (<)
	26
	£18.95
	151
	£22.06
	-£3.11
	-14.11%
	3.03%

	People Directorate
	23 ↓
	£21.69
	158 ↓
	£22.28
	-£0.60
	-2.68%  (<)
	34
	£22.92
	177
	£20.29
	£2.63
	12.95%
	-15.63%

	Projects Division
	- =
	£41.76
	- ↓
	£19.47
	£22.29
	114.48%  (>)
	-
	£40.31
	15
	£25.68
	£14.63
	56.98%
	57.51%

	NBT Extra Bank Division
	23 ↓
	£25.29
	466 ↓
	£22.17
	£3.12
	14.09%  (<)
	31
	£36.74
	487
	£22.07
	£14.66
	66.43%
	-52.34%

	Ring Fenced Funding
	7 ↑
	£22.72
	6 ↓
	£22.15
	£0.57
	2.56%  (>)
	6
	£21.26
	16
	£20.73
	£0.53
	2.54%
	0.03%

	Strategy & Transformation Division
	15 ↑
	£20.03
	120 ↓
	£22.08
	-£2.05
	-9.27%  (<)
	14
	£19.06
	130
	£21.09
	-£2.02
	-9.60%
	0.33%

	Total
	1016
	£24.27
	8415
	£22.77
	£1.50
	6.58%
	1099
	£23.95
	8331
	£21.87
	£2.08
	9.51%
	-2.93%



While several divisions experienced improvements, particularly NBT Extra Bank and Core Clinical Services, notable increases were observed in the Chief Executive and Projects divisions, where small staff numbers are likely to have a disproportionate impact on results. Continued monitoring of divisions with negative pay gaps, particularly Information Management, Operations, Finance and Strategy & Transformation, will help ensure equitable progression and reward outcomes across the organisation.
[bookmark: _Toc237612397]Staff Group Pay Gaps
North Bristol NHS Trust 
	Key
	In favour of disabled staff
	In favour of non-disabled staff
	> widening since 2024/25
	< closing since 2024/25
	YOY reduction
	YOY increase
	↑ YOY headcount increase
	↓ YOY headcount decrease



	
	2025/26 
	2024/25
	

	Staff Group
	Disabled headcount
	Hourly Rate (Mean)
	Non-disabled headcount
	Hourly Rate (Mean)
	DPG 
	DPG % Difference
	Disabled headcount
	Hourly Rate (Mean)
	Non-disabled headcount
	Hourly Rate (Mean)
	DPG 
	DPG % Difference
	YOY Variance

	Add Prof Scientific and Technic
	27 =
	£24.95
	239 ↑
	£26.97
	-£2.01
	-7.46% (>)
	27
	£25.68
	223
	£25.16
	£0.53
	2.09%
	-9.55%

	Additional Clinical Services
	139 ↑
	£14.75
	1726 ↑
	£15.56
	-£0.81
	-5.22% (>)
	128
	£14.24
	1656
	£14.90
	-£0.66
	-4.41%
	-0.81%

	Administrative and Clerical
	253 ↓
	£18.15
	1587 ↓
	£18.87
	-£0.72
	-3.81% (<)
	261
	£16.62
	1662
	£18.26
	-£1.64
	-8.99%
	5.17%

	Allied Health Professionals
	76 =
	£25.44
	548 ↑
	£23.44
	£2.00
	8.52% (>)
	76
	£24.09
	530
	£22.56
	£1.54
	6.81%
	1.71%

	Estates and Ancillary
	110 ↓
	£14.54
	712 ↑
	£14.89
	-£0.34
	-2.31% (>)
	118
	£14.20
	672
	£14.46
	-£0.26
	-1.82%
	-0.49%

	Healthcare Scientists
	75 ↑
	£26.43
	384 ↑
	£23.67
	£2.76
	11.65% (<)
	74
	£25.38
	368
	£22.69
	£2.69
	11.87%
	-0.21%

	Medical and Dental
	165 ↓
	£46.50
	773 ↓
	£50.47
	-£3.97
	-7.87% (<)
	259
	£40.09
	788
	£47.06
	-£6.97
	-14.82%
	6.95%

	Nursing and Midwifery Registered
	171 ↑
	£24.27
	2441 ↑
	£23.24
	£1.03
	4.44% (<)
	155
	£23.73
	2425
	£22.40
	£1.33
	5.92%
	-1.48%

	Students
	0 ↓
	£0.00
	- ↓
	£14.46
	-£14.46
	-100.00% (>)
	-
	£16.53
	7
	£14.42
	£2.11
	14.60%
	-114.60%

	Total
	1016
	£24.27
	8415
	£22.77
	£1.50
	6.58%
	1099
	£23.95
	8331
	£21.87
	£2.08
	9.51%
	-2.93%



At staff-group level, disabled colleagues continued to earn more than non-disabled colleagues within Healthcare Scientists, Allied Health Professionals, and Nursing & Midwifery Registered staff groups. The most significant improvements were observed within Medical & Dental and Administrative & Clerical staff groups, where previously larger negative pay gaps narrowed considerably. However, Additional Professional Scientific & Technical staff experienced a notable deterioration, moving from a positive pay gap in 2024/25 to a negative pay gap in 2025/26. 








[bookmark: _Toc237612398]Banding Pay Gaps
North Bristol NHS Trust 
	Key
	In favour of disabled staff
	In favour of non-disabled staff
	> Widening since 2024/25
	< closing since 2024/25
	YOY reduction
	YOY increase
	↑ YOY headcount increase
	↓ YOY headcount decrease



	
	2025/26 
	2024/25
	

	Pay Bands
	Disabled headcount
	Hourly Rate (Mean)
	Non-disabled headcount
	Hourly Rate (Mean)
	DPG
	DPG % Difference
	Disabled headcount
	Hourly Rate (Mean)
	Non-disabled headcount
	Hourly Rate (Mean)
	DPG 
	DPG % Difference
	YOY Variance

	Band 2
	163 ↓
	£14.05
	1095 ↑
	£14.38
	-£0.33
	-2.28% (>)
	170
	£13.54
	1009
	£13.78
	-£0.23
	-1.68%
	-0.60%

	Band 3
	147 ↑
	£14.32
	1244 ↓
	£14.71
	-£0.39
	-2.66% (<)
	142
	£13.56
	1296
	£14.10
	-£0.54
	-3.86%
	1.20%

	Band 4
	100 =
	£15.21
	721 ↓
	£15.27
	-£0.06
	-0.40% (>)
	100
	£14.70
	691
	£14.71
	-£0.01
	-0.09%
	-0.31%

	Band 5
	104 ↑
	£18.95
	1582 ↑
	£19.91
	-£0.96
	-4.84% (<)
	93
	£18.25
	1572
	£19.26
	-£1.01
	-5.25%
	0.41%

	Band 6
	138 ↓
	£23.21
	1228 ↑
	£22.71
	£0.50
	2.21% (<)
	142
	£22.36
	1220
	£21.86
	£0.50
	2.30%
	-0.09%

	Band 7
	110 ↑
	£26.90
	847 ↑
	£26.48
	£0.42
	1.60% (<)
	108
	£26.11
	837
	£25.45
	£0.66
	2.58%
	-0.99%

	Band 8A
	43 ↑
	£30.79
	254 ↑
	£30.11
	£0.68
	2.27% (<)
	39
	£29.53
	250
	£28.79
	£0.74
	2.57%
	-0.31%

	Band 8B
	12 ↑
	£35.84
	122 ↑
	£34.75
	£1.09
	3.12% (<)
	11
	£35.88
	110
	£33.33
	£2.55
	7.66%
	-4.53%

	Band 8C
	- ↑
	£43.48
	41 ↓
	£41.28
	£2.20
	5.33% (>)
	-
	£39.30
	42
	£38.92
	£0.38
	0.97%
	4.36%

	Band 8D
	- =
	£47.60
	30 ↑
	£49.36
	-£1.76
	-3.57% (<)
	-
	£44.18
	27
	£46.65
	-£2.47
	-5.29%
	1.72%

	Band 9
	- =
	£61.73
	22 =
	£58.90
	£2.83
	4.81% (>)
	-
	£57.96
	22
	£55.39
	£2.57
	4.64%
	0.17%

	Bank - Mass Vaccination
	0 =
	£0.00
	- ↑
	£16.80
	-£16.80
	-100.00% (=)
	 0
	 0
	-
	£17.96
	-£17.96
	-100.00%
	0.00%

	Medical & Dental
	160 ↓
	£46.24
	750 ↓
	£50.02
	-£3.78
	-7.56% (<)
	251
	£38.51
	754
	£46.45
	-£7.94
	-17.10%
	9.54%

	Medical & Dental - Locum
	- ↓
	£55.11
	23 ↓
	£65.39
	-£10.28
	-15.73% (<)
	8
	£89.64
	34
	£60.63
	£29.01
	47.85%
	-63.57%

	Non AFC
	20 ↓
	£17.95
	448 ↓
	£19.92
	-£1.96
	-9.86% (>)
	23
	£18.34
	456
	£19.17
	-£0.83
	-4.35%
	-5.51%

	VSM
	- ↑
	£119.77
	-5 ↓
	£75.52
	£44.25
	58.59% (>)
	-
	£81.35
	9
	£82.89
	-£1.53
	-1.85%
	60.44%

	Total
	1016
	£24.27
	8415
	£22.77
	£1.50
	6.58%
	1099
	£23.95
	8331
	£21.87
	£2.08
	9.51%
	-2.93%



Analysis by pay band demonstrates that the Trust's overall improvement in the disability pay gap is reflected across several grades, particularly within Medical & Dental staff where the gap reduced from -17.10% to -7.56%. Within the main Agenda for Change structure, lower bands (Bands 2-5) continue to show small negative pay gaps, whereas Bands 6-9 generally demonstrate positive or broadly balanced outcomes. Most differences within individual bands are relatively small, suggesting that the overall disability pay gap is more likely to be influenced by workforce representation across grades rather than unequal pay within grades. Significant fluctuations observed within VSM and Medical & Dental Locum cohorts are driven by very small populations and should therefore be interpreted with caution. Overall, the findings indicate continued progress towards reducing disability-related pay disparities while highlighting opportunities to improve representation and progression at some lower grades and within non-AfC staff groups.
[bookmark: _Toc237612399]Medical and Dental Pay Gaps
North Bristol NHS Trust 
	Key
	In favour of disabled staff
	In favour of non-disabled staff
	> Widening since 2024/25
	< closing since 2024/25
	YOY reduction
	YOY increase
	↑ YOY headcount increase
	↓ YOY headcount decrease



	
	2025/26 
	2024/25
	

	Job Role
	Disabled headcount
	Hourly Rate (Mean)
	Non-disabled headcount
	Hourly Rate (Mean)
	DPG 
	DPG % Difference
	Disabled headcount
	Hourly Rate (Mean)
	Non-disabled headcount
	Hourly Rate (Mean)
	DPG 
	DPG % Difference
	YOY Variance

	Associate Specialist (Closed to new entrants)
	- =
	£50.26
	- ↓
	£54.25
	-£3.99
	-7.36% (>)
	-
	£46.50
	-
	£49.02
	-£2.52
	-5.14%
	-2.22%

	Consultant
	70 ↑
	£64.28
	396 ↑
	£64.59
	-£0.31
	-0.48% (<)
	62
	£68.46
	382
	£61.26
	£7.20
	11.75%
	-12.23%

	Foundation Year 1
	- ↓
	£21.77
	8 ↓
	£22.01
	-£0.24
	-1.10% (<)
	33
	£19.40
	35
	£19.72
	-£0.33
	-1.66%
	0.56%

	Foundation Year 2
	15 ↓
	£23.80
	39 ↓
	£29.98
	-£6.18
	-20.61% (>)
	21
	£30.16
	62
	£32.93
	-£2.77
	-8.42%
	-12.19%

	Medical Director
	0 =
	£0.00
	- =
	£71.00
	-£71.00
	-100.00% (=)
	0
	£0.00
	-
	£71.48
	-£71.48
	-100.00%
	0.00%

	Specialist
	- =
	£52.52
	8 =
	£50.14
	£2.38
	4.75% (>)
	-
	£48.94
	8
	£47.99
	£0.95
	1.97%
	2.78%

	Specialty Doctor
	- ↓
	£44.61
	36 ↑
	£42.43
	£2.17
	5.12% (<)
	-
	£42.14
	30
	£45.13
	-£2.99
	-6.62%
	11.74%

	Specialty Registrar
	40 ↓
	£33.49
	150 ↑
	£37.22
	-£3.73
	-10.03% (>)
	94
	£33.37
	132
	£35.42
	-£2.05
	-5.78%
	-4.25%

	Trust Grade Doctor or Dentist - Specialty Registrar
	31 ↓
	£36.95
	132 ↓
	£32.94
	£4.01
	12.17% (>)
	43
	£33.90
	133
	£31.75
	£2.15
	6.76%
	5.41%

	Total
	165
	£46.50
	773
	£50.47
	-£3.97
	-7.87%
	259
	£40.09
	788
	£47.06
	-£6.97
	-14.82%
	6.95%



Analysis of Medical & Dental job roles shows that the overall disability pay gap improved from -14.82% to -7.87%, reflecting a substantial reduction in pay disparities between disabled and non-disabled doctors and dentists. The most significant improvements were observed amongst Specialty Doctors and Trust Grade Specialty Registrars, both of which now demonstrate positive disability pay gaps. Consultant pay remains broadly equitable, with only a marginal difference of -0.48%. However, negative pay gaps persist within Foundation Year 2 and Specialty Registrar cohorts, indicating areas where further analysis of progression, experience profiles and workforce composition may be beneficial. Given the relatively small numbers in several medical grades, year-on-year fluctuations should be interpreted with caution, but the overall direction of travel is positive and contributes significantly to the improvement in the Trust's overall disability pay gap.

NBT Gender Pay Gap Mean & Median - Hourly Rate

2024	GPG (Mean)	GPG (Median)	4.1776406679999996	-0.10003711179756891	2025	GPG (Mean)	GPG (Median)	4.5262004310000004	-0.18581268532618367	2026	GPG (Mean)	GPG (Median)	4.2280094999999998	-0.37636705548877813	




NBT Gender Pay Gap Mean & Median - % Difference

2024	GPG % Difference (Mean)	GPG % Difference (Median) 	0.1739	-5.2389674971601652E-3	2025	GPG % Difference (Mean)	GPG % Difference (Median) 	0.17369999999999999	-1.0408355642973805E-2	2026	GPG % Difference (Mean)	GPG % Difference (Median) 	0.1588	-1.9104477406510962E-2	




NBT Gender Pay Quartiles 2025/26 
All Staff

Female	
1	2	3	4	0.6704297159504734	0.6828113619810634	0.77259475218658891	0.77259475218658891	Male	
1	2	3	4	0.3295702840495266	0.31718863801893665	0.22740524781341107	0.22740524781341107	



NBT Gender Pay Quartiles 2025/26 
Excluding Medical & Dental Staff

Female	
1	2	3	4	0.69766472060050044	0.728220091704877	0.80433875677930744	0.8026700041718815	Male	
1	2	3	4	0.30233527939949956	0.27177990829512294	0.19566124322069253	0.19732999582811847	



NBT Ethnicity Pay Gap Mean & Median - Hourly Rate

2024	EPG (Mean)	EPG (Median)	1.7439391783209801	0.79177699990767902	2025	EPG (Mean)	EPG (Median)	2.0691902201859098	0.49823054096349001	2026	EPG (Mean)	EPG (Median)	2.6512193255006338	1.459216303978554	




NBT Ethnicity Pay Gap Mean & Median - % Difference

2024	EPG % Difference (Mean)	EPG % Difference (Median) 	8.2919511923666575E-2	4.3746416461573297E-2	2025	EPG % Difference (Mean)	EPG % Difference (Median) 	9.0323022258523553E-2	2.5873094780552712E-2	2026	EPG % Difference (Mean)	EPG % Difference (Median) 	0.11005529462364	7.0434521376726802E-2	




Southmead Ethnicity Pay Quartiles 2025/26
All Staff 

Global Majority	
1	2	3	4	0.28040786598689005	0.28150036416605972	0.32142857142857145	0.3432944606413994	White 	
1	2	3	4	0.66423889293517846	0.62090313182811363	0.60787172011661805	0.59074344023323611	Unknown	
1	2	3	4	5.5353241077931534E-2	9.7596504005826659E-2	7.0699708454810495E-2	6.5962099125364437E-2	



Southmead Ethnicity Pay Quartiles 2025/26
Excluding Medical & Dental Staff

Global Majority	
1	2	3	4	0.27060000000000001	0.3105	0.33579999999999999	0.36420000000000002	White 	
1	2	3	4	0.6764	0.64280000000000004	0.61160000000000003	0.58530000000000004	Unknown	
1	2	3	4	5.2999999999999999E-2	4.6699999999999998E-2	5.2600000000000001E-2	5.0500000000000003E-2	



NBT Disability Pay Gap Mean & Median - Hourly Rate

2024	DPG (Mean)	DPG (Median)	0.98	3.2598308559528277E-4	2025	DPG (Mean)	DPG (Median)	2.08	0.9803215262490852	2026	DPG (Mean)	DPG (Median)	1.5	0.10924187635126259	




NBT Disability Pay Gap Mean & Median - % Difference

2024	DPG % Difference (Mean)	DPG % Difference (Median) 	4.8500000000000001E-2	1.8432877174547176E-5	2025	DPG % Difference (Mean)	DPG % Difference (Median) 	9.5100000000000004E-2	5.1392881372528579E-2	2026	DPG % Difference (Mean)	DPG % Difference (Median) 	6.5799999999999997E-2	5.552911720705273E-3	




Southmead Disability Pay Quartiles 2025/26
All Staff 

Disability	
1	2	3	4	0.10160233066278222	9.1405680990531687E-2	9.7303206997084543E-2	7.9810495626822159E-2	Non-disabled	
1	2	3	4	0.79934450109249822	0.71412964311726146	0.77259475218658891	0.77951895043731778	Unknown	
1	2	3	4	9.9053168244719589E-2	0.19446467589220684	0.13010204081632654	0.14067055393586006	



Southmead Disability Pay Quartiles 2025/26
Excluding Medical & Dental Staff 

Disability	
1	2	3	4	0.1051	8.7999999999999995E-2	8.72E-2	7.4700000000000003E-2	Non-disabled	
1	2	3	4	0.78400000000000003	0.8095	0.79430000000000001	0.79890000000000005	Unknown	
1	2	3	4	0.1105	0.10249999999999999	0.11849999999999999	0.12640000000000001	
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