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	Ein cyf / Our ref: 591/21/FOI 


	Dyddiad / Date: 15th March 2022 


Further to your request for information dated 28th February 2022, I am pleased to provide the following response. 

Your request and our response:

I am writing to ask what your guidance is for sex equality (now called "gender" equality) for female doctors in Betsi Cadwaladr University Health Board (BCUHB)? 
Could you please send me answers the following questions: 
1. What are your policies concerning sex equality for doctors entering the profession and for senior doctors?
Please refer to the embedded WP8 Equality, Diversity and Human Rights Policy below. 
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Please note that any information that is personal has been redacted under

Section 40 – Personal Information of the Freedom of Information Act.
2. Do you conduct regular studies or take statistics regarding the training, promotion, pay equality, maternity leave policies, and so forth of women doctors from junior medics to senior level? 
BCUHB conduct an annual gender pay gap study and annual workforce equality study for all staff. BCUHB do not routinely review statistics for women doctors currently, unless for a specific project.
3. Do you monitor sex equality amongst your medical staff?
BCUHB monitor various aspects of equality specific to gender across all staff groups, including medical staff.
4. What policies do you have in place to remedy sex inequality from published guidance to policies to inspections?
Please refer to the WP8 Equality, Diversity and Human Rights Policy as per our response to question 1 above. 
5. Can you send me your key studies/statistics related to the above and any official guidance, policies, or other mechanisms in place to ensure sex equality within the medical field?
Staff in post 
Gender

· The ratio of women and men employed remains unchanged at approximately 80% / 20% and this is reflected in the breakdown of appointments to the health board. The split of applicants was 70% women to 30% men. The average appointment rate was 4.67%, with 3.03% of male applicants appointed and 5.42% of female applicants appointed

· Slightly more men than women were leavers from the Health Board, with a ratio of 76.55% / 23.45%, indicating that the ratio may increase in favour of women, as less women appear to be leaving.  

Pay, band and staff roles
Gender Pay, Band and Staff Role

· Average pay for male staff continues to be higher.  Overall, the average pay of male employees is £40,750 compared to £30,726 for females.  This is reflected in every staff group, with the biggest gender pay gaps appearing in administrative and clerical roles, and medical and dental roles. 

· Women are over-represented in the lower grades. 81.6% of female employees are employed at band 6 or below compared to 63.2% of males. This is largely unchanged from the previous year.

· Female employees are more likely to be on a permanent contract.  93.3% of female employees are permanent compared to 87.9% of male employees.  

· However female employees are far more likely to work part time than male colleagues.  51.6% of female employees are on part time contracts compared to just 19.6% of male employees.

· There is still a big difference in the proportion of consultants by gender.  Just 1% of our female employees are consultants, whereas 11% of our male employees are consultants.  Whilst the numbers of male consultants continues to represent a much higher proportion (11%) of all men employed by the Health Board compared to the number of female consultants as a proportion (1%) of all women employed, we are seeing a more significant long term change in the ratio of male to female consultants. If we look back to 31st March 2013, for example, this ratio stood at 3.3 (male to female). As at 31st March 2021, this ratio was 2.34, although this ratio has not changed since 2020.
Staff who left BCUHB  
· Statistically males are slightly more likely to leave the organisation than females.  19.36% of employees are male yet 23.45% of leavers are male. 


We welcome correspondence through the medium of Welsh

Rydym yn croesawu gohebiaeth drwy gyfrwng y Gymraeg
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Purpose of Issue/Description of current changes:  
Initial Issue 
Legislative changes – Equality Act 2010 
Three-year review including further legislative changes 
Repeal of provisions relating to Third Party Harassment 
Three-Year Review 


Summary: 
Betsi Cadwaladr University Health Board (BCUHB) is committed to advancing equality and 
protecting and promoting the rights of everybody to achieve better outcomes for all. The 
legislative framework requires us to promote equality in everything that we do. Incumbent 
within this are equality duties which must be undertaken. Strategies, policies, practices and 
procurement processes within BCUHB must adhere to this policy and ensure that services 
and employment practices are designed and delivered fairly and in accordance with equality 
and human rights legislation. 


 


First operational: October 2009 


Previously reviewed: Oct 2010 Oct 2012 Mar 2013 April 2017 August 2020 


Changes made yes/no: Yes Yes Yes Yes Yes 
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This document contains proprietary information belonging to the Betsi Cadwaladr University 
Health Board. Do not produce all or any part of this document without written permission from the 


BCUHB  
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1. Policy Statement 
Betsi Cadwaladr University Health Board (BCUHB) is committed to advancing equality and 
protecting and promoting the rights of everybody to achieve better outcomes for all. The 
legislative framework requires us to promote equality in everything that we do. Incumbent 
within this are equality duties which must be undertaken.  
 
Equality, diversity and human rights are embedded in all aspects of the NHS in Wales through 
the Values and Standards of Behaviour Framework, Standard 2 of the Healthcare Standards 
for Wales and the Governance Framework. They are also terms used to define values of 
society, enshrined in UK Legislation, and UN Treaties. They seek to promote equality of 
opportunity for all, giving every individual the chance to achieve their potential, free from 
prejudice and discrimination, and the right to be treated with fairness, respect, equality, dignity 
and autonomy. 
 
Strategies, policies, practices and procurement processes within BCUHB must adhere to this 
policy and ensure that both services and employment practices are designed and delivered 
fairly and in accordance with equality and human rights legislation. 
 


2. Scope of the Policy  
This policy applies to all employees and potential employees of the Health Board. It supports 
and complies with the provisions of the Equality Act (2010) and reflects the Agenda for 
Change statement on Equality and Diversity. It embraces all job related issues affecting 
individuals and groups whether they are actual or potential members of staff, consultants or 
contractors of the Health Board.  
 
In line with the Equality Act (2010) the basic framework of protection includes direct and 
indirect discrimination, harassment and victimisation in services, functions, premises, work, 
education, associations and transport. 


 
3. Background 


The Equality Act 2010 places a duty on the public sector to have due regard to the need to:  
 


 Eliminate unlawful discrimination, harassment and victimisation;  


 Advance equality of opportunity between persons who share a relevant protected     
characteristic and those who do not;  


 Foster good relations between those who share a relevant protected characteristic 
and those who do not. 


 
And to have due regard for advancing equality by: 


 


 removing or minimising disadvantages experienced by people due to their protected 
characteristics; 


 taking steps to meet the needs of people from protected groups where these are different 
from the needs of other people; 


 encouraging people with protected characteristics to participate in public life or in other 
activities where their participation is disproportionately low. 


 
It is the intention of BCUHB that no service user, job applicant or employee receives less 
favourable treatment than another or is disadvantaged by reason of any protected 
characteristic (as defined in the Equality Act 2010) which means: age, disability, gender, 
gender reassignment, marital status, pregnancy and maternity, race (including ethnicity and 
nationality), religion or belief (or non-belief), sexual orientation. 
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4. The Well-being of Future Generations (Wales) Act 2015 


The Act requires all public bodies to change the way we work in order to improve well-being 
for the whole population, by acting in accordance with the sustainable development principle 
and meeting the 7 Well-being Goals. Sustainable development connects the environment in 
which we live, the economy in which we work, the society which we enjoy and the cultures 
that we share to the people that we serve and their quality of life. Working in this way means 
we can better meet the needs of our present population without compromising the ability of 
future generations to meet their own needs. The Act sets out the ‘More Equal Wales’ 
wellbeing goal which is defined as: ‘A society that enables people to fulfil their potential no 
matter what their background or circumstances (including their socio economic background 
and circumstances).’ 


 


5. Responsibilities 
The Chief Executive, on behalf of the Board, has overall responsibility for ensuring that this 
policy is implemented, and that its effectiveness is monitored.   


 
Executive Directors, Divisional Directors, Senior Managers and Line Managers have 
responsibility for the active and effective implementation of this policy. 
 
Every member of staff, together with volunteers and other people working for, or on 
behalf of the Health Board has a responsibility to apply this policy and to observe standards of 
conduct that ensure the patient care environment and the workplace are free from discrimination 
of any kind and from any form of harassment or victimisation.  


 
6. Training  


Equality and Human Rights training is mandatory for all staff Equality and Diversity is one of the 
Core Competencies within the NHS Knowledge and Skills Framework (KSF). This defines the 
knowledge and skills that NHS staff need to apply in their work to deliver quality services, and 
staff should be able to demonstrate the application of equality and diversity skills appropriate 
to their post. 


 
7. Recruitment 


No employee or job applicant shall receive less favourable treatment on the grounds of their 
actual or perceived race, religion or belief, ethnic or national origin, sex, gender reassignment, 
martial status, pregnancy or maternity, WP1 Version No: 4 Page 5 of 8 Paper copies of this 
document should be kept to a minimum and checks made with the electronic version to ensure 
the version to hand is the most recent. sexual orientation, disability, domestic circumstances or 
social or employment status, health status, age, political affiliation or recognised trade union 
membership. In addition, the organisation must not use conditions or requirements, which cannot 
be shown to be justified. 


 
8. Allegations of Discrimination, Harassment and Victimisation 


Staff are actively encouraged to report discriminatory practices or behaviour, including those that 
could be regarded as hate crime, to their Line Manager, a senior member of the Workforce and 
OD Department or their Trade Union Representative. Such practices should also be recorded in 
the electronic reporting system Datix. 
 


9. Implementation and Monitoring 
BCUHB will ensure that this policy, together with its commitment to promoting fair treatment and 
protecting individuals from discrimination, is communicated to both existing and potential 
members of staff, partner organisations, contractors and the wider community. It is supported by 
a programme of action within our Strategic Equality and Human Rights Plan (SEP), progress 
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against which is provided on a regular basis to Board via the Strategy, Partnerships and 
Population Health Committee,  Senior Management Teams and through our published  
Annual Equality Reports.   
 


10. Complaints/Grievances 
Should anyone have a concern about the implementation or application of this Equality, Diversity 
and Human Rights Policy, then this should be raised in accordance with the Grievance Policy 
and Procedure (for staff) or the NHS Wales ‘Putting Things Right’ process (for service users or 
other members of the public).   


  
11. Statutory References 


Statutory references which frame and influence this policy include: 
 


 Equality Act 2010 


 Equality Act 2010 (Statutory Duties) (Wales) Regulations 2011 


 Welsh Language Act and Welsh Language (Wales) Measure 2011 


 Protection from Harassment Act 1997 


 Human Rights Act 1998 


 Part Time Workers (Prevention of Less Favourable Treatment) Regulations 2000 


 The Well-being of Future Generations (Wales) Act 2015 


 Social Services and Well-being (Wales) Act 2014 
 






