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Chesterfield Royal Hospital Foundation Trust  

Gender Pay Gap Report 

Snapshot data from 31 March 2021 

Background and Purpose 

The gender pay gap is the difference between the average (mean and median1) hourly earnings of 
men and women across a workforce.   

From 2017, any UK employer with 250 employees or more must publicly report its gender pay gap 
on an annual basis.  The gender pay gap report includes only those who colleagues employed by 
Chesterfield Royal Hospital NHS Foundation Trust2 who have declared their gender on the Electronic 
Staff Record as male or female.  

Each employer has to publish data is six categories, these are: 

 Mean gender pay gap 

 Median gender pay gap 

 Mean bonus gender pay gap 

 Median bonus gender pay gap 

 Proportion of males receiving a bonus payment 

 Proportion of females receiving a bonus payment 

 Proportion of males and females in each quartile pay band 

Gender pay gap reporting is different from equal pay. Equal pay refers to the difference in the actual 
earnings of males and females doing equal work.  The gender pay gap shows the difference in the 
hourly rate between males and females in the workforce.  A high gender pay gap figure show a 
greater concentration of female staff in lower paid roles and a greater concentration of male staff in 
higher paid roles. 

The Chartered Institute of Personnel and Development (CIPD) guidance states that the reasons for 
the gap are complex and interrelated, including economic, cultural, societal, and educational factors.  
These could include: 

 Women being the main providers of unpaid caring responsibilities 

 Occupational segregation 

 The undervaluing of women’s work 

 Pay discrimination 

 A lack of flexible working options 

At Chesterfield Royal Hospital Foundation Trust (CRHFT) the gender pay gap for the year ending 31 
March 2021 was 42.13% (mean) 31.78% (median).  To give some context to our figures, the Office 

                                                             
1 Mean and median are both measures of “central tendency”. The mean score is calculated by 
adding all the hourly wages together and dividing by the number of employees.  The median score is 
the mid-way point of all salaries; 50% of people would earn more, and 50% would earn less. 
Although the mean score includes the salaries of all staff, this can be overly affected by an outlying 
score- for example, one person with a very high bonus which inflates the mean average.  The median 
score is less affected by these outlying figures and therefore can be more accurate.     
 
2 This does not include Derbyshire Support and Facilities Services (DSFS). 
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for National Statistics gender pay gap figure for all employees across all sectors, was 15.4% in 2021.  
A detailed breakdown of the six categories can be found in the tables below:  

Workforce gender demographics: this includes staff in snapshot taken as at 31 March 2021 and 

includes bank staff. Staff on reduced pay are omitted from the snapshot. 

 Male Male % Female Female % 

All staff 572 13.90% 3544 86.10% 

Medical staff 255 56.17% 199 43.83% 

Non-medical staff 317 8.66% 3345 91.34% 

 
The figure has changed slightly from the previous year with an increase of 0.33% of male colleagues 
from 13.57% in 2020 and a decrease of 0.33% female colleagues from 86.43% in 2020. 
 
1. Average gender pay gap hourly rate – expressed as a mean average 
  
 Male Female % Difference 

All staff £28.32 £16.39 42.13% 

Medical staff £42.34 £36.31 14.24% 

Non-medical staff £16.95 £15.20 10.32% 

 
2.  Average gender pay gap hourly rate – expressed as a median average 

 Male Female % Difference 

All staff £21.65 £14.77 31.78% 

Medical staff £43.28 £38.54 10.95% 

Non-medical staff £15.58 £14.11 9.44% 

 
3. Average bonus gender pay gap3 – expressed as a mean average 

 Male Female % Difference 

All staff £6894.60 £905.36 86.87% 

Medical staff £8766.30 £5868.36 33.06% 

Non-medical staff £170.37 £171.80 -0.84% 

 
4. Average bonus gender pay gap – expressed as a median average 

 Male Female % Difference 

All staff £4510.35 £150.00 96.67% 

Medical staff £4721.07 £4644.99 1.61% 

Non-medical staff £150.00 £150.00 0.00% 

 

                                                             
3 Included within the bonus calculations are clinical excellence and long service awards.  Also 
included are the following incentives: the reimbursement of registration fees for registered nursing, 
midwifery and ODP staff who work NHS Professional (NHSP) shifts.  The high figure is due to there 
being more male doctors receiving clinical excellence awards.  Although there are now more females 
receiving this award than in previous years, the awards for the male staff have been paid for longer 
and they have achieved more levels (so a higher rate than the females). 
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5. Proportion of males receiving a bonus payment and proportion of females receiving a bonus 
payment 
 Male Female 

All staff 22.22% 14.91% 

Medical staff 38.80% 34.04% 

Non-medical staff 8.77% 13.76% 

 
6. Proportion of males and females divided into four quartiles ordered from lowest to highest pay 

 Male Female 

Lower 7.09% 92.91% 

Lower middle 9.87% 90.13% 

Upper middle 8.84% 91.16% 

Upper 31.55% 68.45% 

 

The lower quartile is made up of staff whose hourly rates are between £4.15 (this includes 
apprentices) and £10:94.  
  
The lower middle quartile is made up of staff whose hourly rates are between £10.95 and £15.62. 

The upper middle quartile is made up of staff whose hourly rates are between £15.63 and £20.19. 

The upper quartile is made up of staff whose hourly rates are between £20.20 and £117.84. 

Our data show a slight change from last years’ figures but no significant shift towards a gender 

balance.  The imbalance is more pronounced in the lower to upper middle quartile.   

 

Actions to reduce the gender pay gap 

In response to the gender pay gap, we have set up a working group to reduce with a focus on the 
areas highlighted by the CIPD research, as follows: The gender pay gap is significant across the Trust 
and this requires distinct and sustained attention.  To that end, we have formed a working party to 
examine the underlying reasons for the gap.  The working party has been tasked with forming more 
detailed actions with specific measures which will be reported to the Diversity Council and the Trust 
Board.   

 Our Trust is committed to offering flexible working for all staff and we have a range of policies 

in place such as parental leave, flexible working requests and special leave which underpin this.  

Supporting flexible working comprises part of our training package for line managers and our 

focus over the next year is to examine whether this applied consistently across the Trust 

(particularly with clinical and senior positions).  We will also apply the learning and ideas from 

our recent participation in the national NHS Flex for the Future programme. 
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 We are undertaking a significant change in our recruitment process to ensure inclusivity, both 

as an organisation and alongside system partners; an element of this project is de-gendering 

language and job titles. 

 The Trust Board have approved measures to track the proportion of clinical excellence awards 

applied for and granted.  This includes the proportion of women and men who apply for and 

are granted a clinical excellence award.  For the past two years, during the pandemic, this usual 

process was suspended nationally, and the money shared equally between all consultants.    


