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	Executive summary 

	Purpose

	This is the 2025 Ethnicity Pay Gap Report for Sussex Partnership NHS Foundation Trust, based on snapshot data from 31 March 2024.

	Key issues  

	
· Overall, the Trust has a mean ethnicity pay advantage and a median ethnicity pay gap.

· The mean ethnicity pay advantage has decreased from 4.59% in 2023 to 1.19% in 2024.
· The median ethnicity pay gap has increased from 1.56% in 2023 to 5.49% in 2024.

· There are significant differences in the pay gaps experienced by Asian/Asian British staff and those experienced by Black African/Caribbean/Black British staff.


	Recommendation(s)

	For approval
	R
	For decision
	☐
	For assurance
	☐
	To note
	☐

	The People and Culture Sub-Committee is asked to approve the report for publication on the Trust's external website.



Introduction / background
The ethnicity pay gap is the difference in the average hourly wage of all white staff and all staff from ethnic minority groups across a workforce. If staff from ethnic minority groups do more of the less well-paid jobs within an organisation, the ethnicity pay gap is usually bigger.
High impact action 3 of the NHS England Equality, Diversity and Inclusion Improvement Plan requires NHS organisations to analyse pay gap data by protected characteristic and put improvement plans in place, starting with sex and race by 2024, and disability by 2025.
This report is based on a snapshot of ordinary pay differences on 31 March 2024, and a workforce ethnicity profile of 18.71% from ethnic minority groups and 79.79% white.
For the purposes of this report "white" refers to A-C on the Electronic Staff Record and "ethnic minority groups" refers to D-S on the Electronic Staff Record, in line with the Workforce Race Equality Standard.
Report
Workforce profile
	Ethnicity 
	% of workforce 2023
	% of workforce 2024

	Ethnic minority groups 
	15.18%
	18.71%

	White 
	83.30%
	79.79%

	Not stated/not known/blank
	1.52%
	1.50%

	Total
	100.00%
	100.00%


Mean ethnicity pay gap
The Trust's mean ethnicity pay gap is a pay advantage of 1.19%. This is a decrease from the 4.59% pay advantage reported in 2023.
The mean hourly rate for staff from ethnic minority groups is £21.29 and the mean hourly rate for white staff is £21.04.
	Mean hourly rate
	2023
	2024

	Ethnic minority groups 
	£20.43
	£21.29

	White 
	£19.49
	£21.04

	Overall mean pay gap
	+4.59%
	+1.19%


Median ethnicity pay gap
The median pay gap tends to be more accurate, as it is less affected by outliers.
The median ethnicity pay gap is 5.49%. This is an increase from the 1.56% pay gap reported in 2023.
The median hourly rate for staff from ethnic minority groups is £18.05 and the median hourly rate for white staff is £19.10.
	Median hourly rate
	2023
	2024

	Ethnic minority groups 
	£17.24
	£18.05

	White 
	£17.51
	£19.10

	Overall median pay gap
	-1.56%
	-5.49%


Ethnicity distribution by quartiles
Quartiles are calculated by ranking the hourly pay rates for each member of staff from lowest to highest, before splitting the ranking into four equal-sized groups and calculating the percentage of staff from ethnic minority groups and the percentage of white staff in each group.
The upper quartile (Q4) includes the highest earners, and the lower quartile (Q1) includes the lowest earners.
Based on the Trust's overall workforce ethnicity profile of 18.71% from ethnic minority groups and 79.79% white, staff from ethnic minority groups are under-represented in Q1, Q3 and Q4 and over-represented in Q2.

Asian/Asian British staff experience
Asian/Asian British staff make up 6.12% of the workforce.
The mean hourly rate for Asian/Asian British staff is £22.50, giving a mean pay advantage of +6.94%.
The median hourly rate for Asian/Asian British staff is £16.94, giving a median pay gap of -11.31%.
Black African/Caribbean/Black British staff experience
Black African/Caribbean/Black British staff make up 8.16% of the workforce.
The mean hourly rate for Black African/Caribbean/Black British staff is £19.71, giving a mean pay gap of -6.32%.
The median hourly rate for Black African/Caribbean/Black British staff is £18.10, giving a median pay gap of -5.24%.
Disparity between Asian/Asian British and Black African/Caribbean/Black British staff experience
The Trust's mean ethnicity pay advantage of +1.19% is caused by the significant mean ethnicity pay advantage of +6.94% experienced by Asian/Asian British staff. Black African/Caribbean/Black British staff experience a mean ethnicity pay gap of -6.32%.
The Trust's median ethnicity pay gap is more accurate as it is less affected by outliers. The overall median ethnicity gap is -5.49%. For Asian/Asian British staff it is -11.31% and for Black African/Caribbean/Black British staff it is -5.24%.
Factors that affect this include 20.44% of Asian/Asian British staff being in the Medical and Dental staff group compared to 4.99% of Black African/Caribbean/Black British staff, as the Medical and Dental staff group is relatively small and has higher-paid roles. 
Trust-wide, 27.94% of Asian/Asian British staff are in Band 2 and Band 3 roles compared to 47.38% of Black African/Caribbean/Black British staff.
Actions taken over the past 12 months
· The Ethnic Minority Staff Network grew its mailing list from 208 members and allies to 233 members and allies as of 31 December 2024.
· In February 2024, the Equality, Diversity and Inclusion team launched an Equality, Diversity and Inclusion Champions Network, with 28 Champions as of 31 December 2024.
· The Equality, Diversity and Inclusion team and Ethnic Minority Staff Network hosted seven events for Windrush Day, South Asian Heritage Month and Black History Month, with a combined attendance of 117 colleagues.
· A Trust-wide reciprocal mentoring programme was launched on 26 September 2024, as part of the Equality, Diversity and Inclusion team's National Inclusion Week celebrations.
· The Trust's first Anti-racism Policy was ratified on 5 November 2024.
Ethnicity pay gap action plan 2025
The actions planned are part of the Trust's Equality, Diversity and Inclusion Improvement Plan 2023-25. The table below sets out each action alongside its responsible lead.
	Action
	Responsible lead

	Embed Trust-wide reciprocal mentoring programme following September 2024 launch
	Workforce Equality, Diversity and Inclusion Lead

	Grow EDI Champions Network following February 2024 launch
	Workforce Equality, Diversity and Inclusion Project Manager

	Expand Inclusive Recruitment programme through launch of Interview Panel training
	Workforce Equality, Diversity and Inclusion Officer

	Support development of new talent management plan
	Workforce Equality, Diversity and Inclusion Officer

	Request quarterly update on health and wellbeing initiatives for marginalised staff
	Workforce Equality, Diversity and Inclusion Lead

	Embed Anti-racism Policy following November 2024 ratification
	Workforce Equality, Diversity and Inclusion Project Managers, Patient and Carer Race Equality Framework Steering Group



Conclusion
The actions taken and actions planned, outlined in sections 2.8 and 2.9, are part of the Trust's overarching Equality, Diversity and Inclusion Improvement Plan 2023-25. They support high impact action 3 of the NHS England Equality, Diversity and Inclusion Improvement Plan on developing and delivering improvement plans to eliminate pay gaps.
Appendices

N/A
Ethnicity distribution by quartile

Ethnic minority groups	
Trust workforce profile	Q1: lower quartile	Q2: lower middle quartile	Q3: upper middle quartile	Q4: upper quartile	0.18709999999999999	0.16869999999999999	0.22620000000000001	0.15770000000000001	0.1386	White	
Trust workforce profile	Q1: lower quartile	Q2: lower middle quartile	Q3: upper middle quartile	Q4: upper quartile	0.79790000000000005	0.80759999999999998	0.73780000000000001	0.81479999999999997	0.83099999999999996	Unknown	
Trust workforce profile	Q1: lower quartile	Q2: lower middle quartile	Q3: upper middle quartile	Q4: upper quartile	1.4999999999999999E-2	2.3699999999999999E-2	3.5999999999999997E-2	2.75E-2	3.04E-2	
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