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OUR WORKFORCE BY THE NUMBERS 

Band Female Male Total 

Female 

ratio 

Male 

ratio 

1 2 3 5 40% 60% 

2 919 200 1119 82% 18% 

3 668 135 803 83% 17% 

4 431 43 474 91% 9% 

5 930 149 1079 86% 14% 

6 938 202 1140 82% 18% 

7 513 134 647 79% 21% 

8a 146 65 211 69% 31% 

8b 64 26 90 71% 29% 

8c 22 21 43 51% 49% 

8d 9 9 18 50% 50% 

9 15 11 26 58% 42% 

Medical 345 521 866 40% 60% 

VSM 12 5 17 71% 29% 

Total 5014 1524 6538 77% 23% 

Staff Group 
Female Male 

Number  % Number  % 

Additional professional, 

scientific and technical 

116 62 72 38 

Additional clinical 

services 

1042 82 236 18 

Administrative and 

clerical 

1209 81 279 19 

Allied health 

professionals 

263 71 110 29 

Estates and ancillary 3 18 14 82 

Healthcare scientists 118 62 76 39 

Medical and dental 345 40 520 60 

Nursing and midwifery 

registered 

1869 90 210 10 

Students 49 88 7 13 

Total 5014 77 1524 23 



GENDER PAY GAP DATA 

 • On average our mean pay gap is 30.3% 

• The average woman at this company is paid 23.4% less than the average man 

• Women make up 57.2% of higher-paid jobs and 83.6% of lower-paid jobs 

• Nationally 91% of NHS organisations reported a pay gap in favour of men - ranging 
from 0.1% of median hourly pay (Lancashire Teaching Hospitals) to 52.5% (Health 
Education England) 



 

REASONS FOR OUR GENDER PAY GAP 
 
• Lower number of women compared to men in bands 8c, 8d, 9 and the medical 

workforce 
• Men are 3x as likely than women to receive bonus pay  

– More men being in the medical workforce  
– More men receive the Clinical Excellence Award because they are more likely to 

apply 
• Our local picture reflects the wider NHS 

 





OUR RESPONSE TO OUR GENDER PAY GAP 

• Inclusive recruitment approaches with Diversity Partners representing our diverse 
workforce 

– We are launching Diversity Partners on the 1 October 2018 

• Revised approach to and promotion of flexible working 

– We have removed the statutory qualifying period and made applying a two step 
process rather than a four step process 

• This new approach to flexible working enables us to better support staff 
members to stay at work and explore opportunities to progress their careers 
in-house 

• Specific focus on Clinical Excellence Awards with workshops and encouraging women 
to apply in 2018/19 

 

 

 

 

 


