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As of 5 April 2024, over 70% of our 
people are women.

288 70.83% 29.17%
People employed 

by us
Of our employees 

are women
Of our employees 

are men
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The Gender Pay Gap
This annual report provides information on the gender pay gap at the Royal College of 
General Practitioners.

Organisations employing 250 or more employees are required by legislation to report
and publish their gender pay gap. The gender pay gap shows the difference in the
average hourly pay between all men and women in an organisation. As such, it is not a
reflection on equal pay but serves as a valuable tool in assessing policies, procedures
and progress in eliminating gender pay gaps.

Date Range

The data we use is based on figures from  6 April 2023 to 5 April 2024.

Mean

The difference in average hourly pay between men and women.

Median

The difference between the median woman's and median man's average earnings.

Quartiles

We divide our employees into four evenly sized groups and use quartiles to rank pay 
from lowest to highest.

In line with government requirements, we only report on male and female gender and 
not those that identify as any other gender such as non-binary. To fulfil our 
obligations to the HMRC, we collect data on whether employees are men or women, 
and it is that data that is used in compiling this report. 
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RCGP Results 2024

Mean (average) Mean (average)
£31.64 £23.92

24.4%
Pay Gap

Median (middle)
£26.89

Median (middle)
£19.99

25.7%
Pay Gap

The mean pay gap for 2024 has increased to 24.4% from 21.3% in 2023, indicating there are more men in
higher paid roles at the College than women.

The College operates London and national pay scales. The London pay scale is higher in recognition of the
greater costs associated with the capital, but a significant proportion of our women are employed outside of
London, meaning their hourly rate of pay is lower which contributes to the gender pay gap.
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It is also important to note that nearly 16% of women work part time hours, as opposed to 3.4% of men, and they are concentrated in the
lower pay grades. Consequently, there is a trend in the College, similar to national trends, where part time working is not as common in
higher pay grades which might disproportionately impact women who are more likely to work part time. Overall, it’s the higher
proportion of women working part time in lower grade roles, which contributes to the gender pay gap.

Furthermore, the increase can be attributed to an overall 7% reduction in females employed at the higher grades, specifically an 18%
drop in females that are employed as Clinicians, as well as a 20% decrease in females at Executive Director level. Therefore, we can
conclude that during 2024, more females on a higher salary left the College, than men, thus lowering the mean average pay of females
and increasing the gender pay gap.

There has been a small reduction in the median pay gap from 28.8% in 2023 to 25.7% in 2024,
this is due to a slight increase in women moving into or joining the College in higher paid roles.



The data shows more women than men in the lower and lower middle quartiles,, reflecting a higher proportion of women at the

College who are in lower paid, administrative roles, and therefore one of the main contributing factors to the College’s gender pay

gap.

The upper middle quartile shows more women than men because the College

has higher number of women in middle management roles. However, nearly

14% of the women that work part time in the College are in the upper middle

quartile, therefore widening the gender pay gap rather than reducing it.

Compared to the previous year, we have seen the female population slowing

moving up the quartiles, with the biggest change in the upper quartile where

the proportion of women increased to 50% compared to last year at 46%,

indicating that more women have successfully moved into senior jobs but more

needs to be done to address this as the highest proportion of men at the

College are in the upper quartile and therefore the highest paid jobs.
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The Gender Bonus Pay 
Gap
Bonus pay is defined as any remuneration that is in the form of money, vouchers,

securities or options and relates to profit sharing, productivity, performance, incentive

or commission.

Date Range

The data we use is based on all bonuses received in the 12-month period prior to our

snapshot date of 5 April 2024.

Mean

This calculation shows the difference in the mean (average) bonus pay paid to men and

women.

Median

This calculation shows the difference in the median bonus pay paid to men and

women.
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RCGP Results 2024

Mean 
(average)

Mean 
(average)

£1,032.51 £992.90

3.8%
Pay Gap

Median 
(middle)

£1,000
Median 
(middle)

£1,000

0%
Pay Gap

Bonuses include long-service awards, commission and one-off payments that employees may have been awarded during the last 12 months.

The 3.8% mean bonus pay gap for 2024 has increased from -3.3% in 2023 and is due to nearly 25% of the women, who received a bonus,
working part time hours and therefore their bonuses being pro-rated. This resulted in lower bonus amounts paid to nearly a quarter of the
women in the bonus pool, and thus the mean bonus amount paid to women becomes lower.

During the 12 months prior to our snapshot date of 5 April 2024, all employees regardless of gender were awarded a non-consolidated bonus,
therefore there is no median bonus pay gap for the College.
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Bonus pay at the College for 2024/25, consisted of non-consolidated bonuses for all
employees regardless of grade, pro rated for part time employees and commission
payments were paid to two employees.
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Closing the Gap
The College is committed to building on the work we have done so far in order to
reduce our gender pay gap, and will continue to regularly monitor, review, and develop
practices that provide equality of opportunity for all. The College will ensure it uses the
best talent and skills available for a diverse and inclusive workforce to the benefit its
employees and its members, regardless of gender or any other protected characteristic.

We aim to publish our Gender Pay Gap report for 2024 by December 
2024, so we get a head start on implementing our action plan.

We have continued to support internal moves within the College, 
providing more opportunity for employees to progress in their 

careers, with the goal of reducing the gender pay gap.

We have continued to evaluate new roles using our agreed job 
evaluation framework to ensure consistency and transparency in how 

the pay grade is decided. 

We are committed to a hybrid working model. This model provides 
staff with the flexibility to work around family commitments and 

supports work–life balance. 

We are committed to creating a safe and inclusive environment for women 
at the College and continue to promote policies which advocate this such as 

flexible working, family friending and menopause policies.

We will continue to use evidence-based research to understand
potential reasons for pay gaps and identify actions that can help reduce
these gaps. We will take guidance from research and implement
actions towards reducing our pay gaps.



Action Plan for 2025
Recruitment

We will move to anonymizing CV’s 
during our recruitment process to 

remove bias.

We will continue to use structured 
interviews, which ask the same 
questions of all candidates in a 

predetermined format and order.

We will continue to use predetermined 
scorecards to grade interview 

responses to reduce unconscious bias.

We will continue to have diverse 
interview panels.

We will deliver training to ensure that 
hiring managers have an unbiased and 

inclusive approach to their 
recruitment. 

We will encourage recruiting managers 
to use neutral language in creating job 

descriptions so not to inadvertently 
put off men or women.

Renumeration

We will continue to benchmark pay 
grades against the external market and 

rectify these where we are falling 
behind, especially in the lower grades, 

populated primarily by women.

We will continue to use our job 
evaluation model to ensure fairness 

and transparency in role grading.

We will continue to review our benefits 
offering to ensure they are what our 

employees want and will benefit from.

Ways of Working

We will continue to carry out periodic 
employee engagement surveys, using 

the data to drive insights.

We will endeavor to analyze the data 
from our exit interviews to identify 

trends.

We will continue to encourage our 
employees to disclose demographic 

data and provide analysis on this.

We will review existing policies to 
ensure they remain socially 

progressive, bold and innovative; 
providing our staff with the best 

support available.

We will continue identifying structural 
and cultural barriers that are 

reinforcing inequality in the workplace 
for women, Black, Asian and minority 

ethnic, and disabled employees.

Flexible Working & 
Family Friendly Policies

We will continue to promote and raise 
awareness of  our Shared Parental 
leave policy, to support the equal 

sharing of childcare responsibilities.

We will develop a ‘return to work 
pack’ for employees returning from 

maternity leave, paternity leave, 
adoption leave and shared parental 
leave to provide additional support.

We will support people and their 
managers with flexible working to 

build a positive culture and continue to 
help change perspectives around 

flexible working. 

We will offer flexible working from day 
one of employment and will promote 

this in our job adverts.

Development & Career 
Progression

We will review and strengthen 
succession planning and talent 
management processes which 

together will lead to an effective 
career development process

We will introduce a mutual mentoring 
scheme to help raise awareness and 

understanding of barriers to 
progression.

We will set up a women's network to 
give safe spaces for women to share 

experiences.
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About us
We are the professional membership body for GPs in the UK. Our purpose is to
encourage, foster and maintain the highest possible standards in general medical
practice. We support GPs through all stages of their career, from medical students
considering general practice, through to training, qualified years and retirement.

Our mission and values

Our mission is to encourage, foster and maintain the highest possible standards of patient

care in general practice, across the UK and worldwide.

We do this by working with our members: to define the skills that GPs need; to provide

them with education and support to deliver quality patient care; to shape the future of

general practice; and to be the voice of the profession.

Our values describe the principles that guide us as we work to achieve our mission. We

strive to demonstrate:

• Compassion – for our patients, the populations we serve, our members, our colleagues

and ourselves.

• Inclusivity – we value diversity as part of our communities and treat each individual with

equal respect.

• Sustainability – we look to the future and care about the long-term wellbeing of our

members and colleagues, our profession, our patients and the world around us.

• Accountability – we take responsibility for the results of our actions and continuously

strive to be the best that we can be.

• Integrity – we are honest, open-minded, ethical, evidence-based and fair.
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