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1. Trust Pay Gaps Summary 2024

Gender Pay Gap (mean)

Gender Pay Gap (median)
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Q4
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- Top I upper salary quartile - % Men

- Top I upper salary quartile - % Women
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Upper Middle salary quartile - % Women

Lower Middle salary quartile - % Men
Lower Middle salary quartile - % Women

- Bottom / Lower salary quartile - % Men

- Bottom / Lower salary quartile - % Women

2024

Ethnicity Pay Gap (mean) -15.65%

Ethnicity Pay Gap (median) 0.00%
Q4 - white 86.57%

Q4 - Global Majority 13.43%

Q3 - % white 87.47%

Q3 - Global Majority 12.53%

Q2 - white 85.45%
Q2 - Global Majority 14.35%

Q1 - white 89.90%
Q1 - Global Majority 10.10%
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2024

2.98%

2.27%
94.53%

3.47%

89.29%

10.71%

90.02%
9.98%

90.29%
9.71%
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1. GENDER PAY REPORT 2024

Data as at 31st March 2024
(8th Year of Gender Pay Reporting)
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: NHS
Gender Pay RepOrtlng North Staffordshire

Combined Healthcare
NHS Trust

* Gender pay reporting has been an annual legal requirement since 2017
* Gender pay gap is not the same as (un)equal pay for women and men:

Distinction Between Unequal Pay and the Gender Pay Gap:

« Unequal pay refers to pay differences for the same or comparable
E Q UAL PAY work due to gender discrimination, which is unlawful.

« The gender pay gap is the average difference in pay between all
Equal pay means that men and men and women in an organisation, industry, or economy,

T L regardless of job roles, and is influenced by a range of societal and
will get the same pay. This has been a

legal requirement in the UK since 1970. structural factors.

The gender pay gap exists (in the UK generally and in the NHS)

- — L because:-

l i - ‘m  Women are under-represented in top paying roles and sectors such

‘. g as management

« Women are over-represented in lower paying roles and sectors
such as nursing and administration

« We live in a society that has systems, values and biases that tend to
favour men

v

[ il

Our NHS agenda for change and
doctor and dentist pay scales mean
that men and women will receive
equal pay for the roles they work.

Images Source: Guys & St Thomas Hospitals NHS Trust



This year’s gender pay data tells us.. NHS

North Staffordshire

Combined Healthcare

1. The Trust has a 77% female workforce (down from 79% in 2023). This is a slightly higher rate of NS Trust

female employees than the NHS as a whole (76% female, NHS Providers, 2024)

2. Our mean and median gender pay gaps have again reduced slightly to March 2024

« Women’s pay was 1.3% lower than men’s (comparing median hourly pay), meaning women
earned 99p for every £1 that men earned

« Women’s mean hourly pay was 11.7% lower than men’s

« Women in the trust are paid a mean average of £2.55 per hour less than men (down from
£2.96 in 2023)

 Median difference: women paid 23p less per hour (down from 37p)

3. Women make up 72.8% of those in the top quartile, and 81.9% of those in the lower quartile,
meaning there is a continued pattern of slight over-representation of women in the lower pay
guartile (lowest paid roles) and corresponding under-representation in the upper quartile (highest
paid roles).

4. In relation to bonus pay, women’s median bonus pay was 64.26% lower than men’s, meaning they
earned 36p for every £1 that men earn when comparing median bonus pay (women’s mean bonus
pay was 64.55% lower than men’s). This relates only to Clinical Excellence Awards (CEA) which
are now suspended except for those with existing lifetime awards (as at 2019).

Changing Gender Pay Gap is a long-term process influenced by a range of cultural and societal
factors. We are pleased to see continued improvement (reduction) in our Trust Gender Pay
Gap, but aspire to further progress towards equitg/ going forwards.


https://nhsproviders.org/media/698889/10-facts-about-the-nhs-workforce.pdf
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Workforce Gender Profile

Our proportion of
female workers has

-
fluctuated between

9 77% & 79% since 2017

2024 - 77.0%

2022 — 78.6%
2021 — 79.3%
2020 - 79.0%
2019 - 78.6%
2018 - 77.4%
2017 - 77.2%

* Headcount for pay gap reporting includes bank staff (total headcount = 2291 as at 31.3.24)

/

[This compares to 76% nationally for the NHS as a whole (March 2024) ]
7
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Correspondingly,
our proportion of
male workers has
fluctuated between
21% and 23% )

2023 - 21.0%
2022 — 21.4%
2021 — 20.7%
2020 — 21.0%
2019 - 21.4%
2018 - 22.6%
2017 - 22.8%

Note: Non-binary gender is not
currently recorded in ESR. The
Trust unequivocally recognises
other genders, including non-binary
and trans identities (female includes
trans female; male includes trans
male) but are not currently abled to
record this information in ESR.



Trust Gender Pay Gap
(Average Hourly Pay)

Women's average hourly pay compared with men’s

2017
Women
5.6% lower

paid than

MEAN
(Women compared with Men)
2023 2024
Women Wg)men
4.0% lower 3.3% lowe
aid than aid than
o men

men

Hourly Pay Rate

Male

Female

Difference

Gender Pay Gap

Women earned 87p for every £1
that men earned
2023 2024

2017
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MEDIAN
(Women compared with Men)
2023 2024
_Women- “Womeh,

— R
en

Wom
4.5%

lower paid

than men

Hourly Pay Rate

Male

Female

Difference

Gender Pay Gap

2 1% 1.3%
lower P id lower 1d
than men th en

Women earned 99p for every £1
that men earned
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NSCHT Gender Pay Gap Journey North Staffordshire

20.0%
18.0%
16.0%
14.0%
12.0%
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2.0%
0.0%

Combined Healthcare
NHS Trust

NSCHT Mean & Median Gender Pay Gap 2017-24:
Women'’s hourly rate in relation to men’s

17.7%  17.7%

17.3%

15.6%
14.8%

9.1%

16.6%

4.0% Mean pay gap

1.7%

Our Gender Pay Gap (both mean
and median) is slowly reducing
6.8% over recent years

4.5% 3 6 6.5%

2017 2018 2019 2020
Yearl Year?2 Year 3 Year 4

3_3%/ Median pay gap
2.1% 1.3%

2021 2022 2023 2024
Year 5 Year 6 Year 7 Year 8
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All things being equal, A North Staffordshire

meoenser | Salary Quartiles  combinedretare

each quartile and 23%

-

9 male at NSCHT\i;OM_/ as at 315t March 2024 (compared to 2023 & 2024) emgli;?e%fs in
the upper
quartile

(highest paid

i . jobs) as at
Quartile 1: Quartile 2: Quartile 4:
Lower Quartile Lower Middle
Male % 19.0 21.9 22.3
Female % 81.0 78.1 77.7
Male % 18.1 21.2 18.7
Female % 81.9 78.8 81.3
Male % 23.7 21.0
female % 79.0
hiiedll 1000 | 20%  30%  40%  50%  60%  70%  80% | 90%  100%
(SUESIELNREDERE  \Women still comparatively : .
at 31.3.24 over-represented mQ1 WQ2 =mQ3 mQ4  Women still comparatively under-
Lower Quartile (up to top Band 3)
Lower Middle Quartile (Band 4 to top Band 5) NB The numbers displayed
Q3 Upper Middle Quartile (Band 6 to mid scale Band 7) represent the ratio of female to.
Q4 Upper Quartile (Mid Band 7 and above) male workers in each pay quartile
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B onus Pay North Staffordshire

Combined Healthcare
NHS Trust

In North Staffordshire Combined Healthcare NHS Trust, in 2023-24:

® women’s median bonus pay was 64.26% lower than men’s — this
means they earned 36p for every £1 that men earn (when comparing
median bonus pay) 64p less in

® women’s mean (average) bonus pay was 64.55% lower than men’s every £1 - -

® 0.4% of (all Trust) women and 2.9% of (all Trust) men received bonus
pay [of 21 consultants: 7 women and 14 men are in receipt of CEASs. @
This is ALL eligible consultants, 100% of male and female consultants]

However, it is noted that:- Women Men

« At NSCHT, Bonus Pay only relates to Clinical Excellence Awards (CEA) Scheme (eligible only to medical
consultants, no other bonus schemes in operation in the Trust). There is a significant gender difference
iIn our CEA payments at the Trust. This is due to historic differences in (lifetime) CEA awards being
made, which the Trust retains the legacy of. The Trust will continue to monitor and report on this gap.

* |n 2023-24 CEAs were applied on an equitable pro-rata share basis to all (100%) eligible Trust
consultants. (Those consultants with existing lifetime awards had this in addition to their lifetime award
CEA payment).

« Going forwards, in 2024-25, CEAs have now been suspended to new applications. Only those
consultants with existing lifetime awards continue to receive CEAs from 24-25 onwards. This will start to
be evident in the 2025 Pay Gap Report.

« As such, it is not possible to control or influence our bonus pay gaps, but the Trust may have continuing
CEA payments (and so potential bonus pay gaps) running for some years into the future (until all
consultants with lifetime awards have terminated their employment).



NHS
Bonus Pay (COntd) North Staffordshire
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NHS Trust

Bonus Pay Rate

(consultant excellence award payments) NSCHT Bonus Pay data relates to
21 individuals (consultants), 14 of
2017 2023 2024 ( )
whom are male and 7 female.
Wome L
25.79 omen Gender Mean Median
lowe 8.3% Bonus Pay Bonus Pay
tha lowe
e ha
4 Male £10,422 £4.002
Female 3,694 1,430
Difference 6,728 2572
Pay Gap 64.6% 64.3%
Mean Median Mean Median Mean Median

12



NSCHT Gender Pay 8-year Summary

NHS'

North Staffordshire
Combined Healthcare
MHS Trust
Year 1 Year2 Year3 Year4 Year5 Year6 Year?
2017 | 2018 | 2019 2020 2021 2022 2023 | 2024 %
Women’s mean hourly rate e B
. . 15.60%|14.80% | 17.70% | 17.70% | 17.30% | 16.60% | 14.00% | 11.73%]| - \/—\
in relation to men’s o
SR BRI A 4 5006 | 3.600% | 9.10% | 6.50% | 6.80% | 3.30% | 2.10% | 1.26% | \/\/\
rate in relation to men’s =
% of men receiving bonus =
p(;y d 3.60% | 2.80% | 2.50% | 2.40% | 2.00% | 1.60% | 3.40% | 2.90% | == \\/\
% of women receivin ’
: . 0.40% | 0.20% | 0.40% | 0.20% | 0.20% | 0.20% | 0.40% | 0.41% | i \/\J
bonus pay
Women’s mean bonus -
. ! 25.70%28.00% | 20.00% | 23.40% | 27.20% | 35.90% | 38.20% | 64.55%/| -~~~ /\//_/
pay in relation to men’s
Women’s median bonus -
. . 8.30% |-3.40% | 14.20% | -13.10%| -1.40%/-10.00% | 0.00% | 64.26%| - \/\/\/
pay in relation to men’s TR — ~. . L .
4 - Top / upper salar -
< : R 4 28.70% (28.50% | 27.50% | 27.00% | 27.80% | 27.40% | 25.80% | 27.20% | =~ \/\/
quartile - % Men e
4 - Top / upper salar
Q . P PP y 71.30%|71.50% | 72.50% | 73.00% | 72.20% | 72.60% | 74.20% | /2.80%| == N
quartile - % Women e )
3 - Upper Middle salar o
@3 - Upp A 22 30%22.90% | 21.00% | 19.70% | 19.90% | 20.20% | 18.70%| 21.03%| =or  ~ T o~
quartile - % Men .
3 - Upper Middle salar -
Eaas 1 77.70% | 77.20%| 79.00% | 80.30% | 80.10% | 79.80% | 81.30%| 78.97%| - \/\/\
quartile — % Women - :
2 - Lower Middle salar .
Qz-L 2121.90% | 22.20%| 21.00% | 24.90% | 21.60% | 22.60% | 21.20%| 23.68%| - /\/\/\/
quartile - % Men -
2 - Lower Middle salar o
Q ! 4 78.10%|77.80% | 79.00% | 75.10% | 78.40% | 77.40% | 78.80% | 76.32%/| - m
quartile — % Women
1 - Bottom / Lower salar o
Q ! 4 18.10%(19.30% | 15.80% | 14.80% | 15.50% | 15.50% | 18.10%| 18.15%/| ===
quartile - % Men - >~
1 - Bottom / Lower salar .
Q y 81.90%|80.70% | 84.20% | 85.20% | 84.50% | 84.50% | 81.90% | 81.85%| === \m

quartile —- % Women

3
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2. ETHNICITY PAY REPORT 2024

Data as at 31st March 2024
(Ethnicity Pay Reporting currently not mandated in UK legislation,
requested as part of NHS EDI Improvement Plan)
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Ethnicity Pay Reporting Combined Healthcare

NHS Trust

®* Voluntary reporting: unlike gender pay gap reporting, ethnicity
pay gap reporting is not currently mandated by law in the UK.

®* Employers are encouraged to voluntarily collect and publish
ethnicity pay gap data to promote transparency and
accountability in workforce equality.

®* The NHS Equality, Diversity and Inclusion (EDI) Improvement
Plan sought to eliminate the NHS Ethnicity Pay Gap by 2024
(and Disablility Pay Gap by 2025).

®* This Ethnicity Pay Report data has been produced using similar
methodology as the Gender Pay Gap (using the tool established
In ESR).

15



Hourly Pay and Ethnicity -

Combined Healthcare
NHS Trust

®* There is a mean Ethnicity Pay Gap of -15.65 (-25.13 in 2023) when
comparing all Global Majority colleague hourly pay to white colleague
hourly pay, meaning Global Majority colleagues’ hourly pay is 15.65%
higher than white colleagues.

®* This means that Global Majority staff earned £1.16 per £1 earned by
white staff (when comparing mean rates).

®* The skewing in favour of Global Majority colleagues is heavily
due to the high proportion of Global Majority medical staff
®* 44 (46%) of the 95 Trust Global Majority colleagues employed on
31.3.24 were medical staff

® 61.1% of all trust medical staff were Global Majority as at 31.3.24.
2023-24,

Mean Median

NSCHT Gap Gap

®* The median ethnicity pay gap is
0.0 (ile no pay gap / equity)

Ethnicity

§ Pay Gap -15.65 0.00
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NSCHT Mean and Median Hourly Pay (£'s) by Ethnicity, 2023-24

30.00

25.00

22.42

20.00

18.10

15.00

10.00

5.00

0.00
Global Majority

Headcount: 235
Percentage: 11.79%

15.29
14.53

Not Recorded

3
0.15%

20.87
18.34

Not Stated

17
0.85%

17

19.39
18.10

®m Avg. Hourly Rate

m Median Hourly Rate

White

1727
86.61%
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When comparing different ethnic groups to the "White British’ group, predominantly negative pay
gaps result (ie relevant ethnicity group paid more than the reference group). As previously stated,
this is due to the impact of a high proportion of highly paid medical staff with Global Majority heritage.

There is a very large negative mean pay gap for Asian ethnicity (compared to white British) of
-37.52% and a small negative median pay gap for the same group (-6.51%)

There is a small negative pay gap between Black and white British ethnicity groups (mean -4.51%)
and a very small positive gap for Black and white British for median (+1.35%).

g5 3 30.00 NSCHT Mean and Median Ethnicity Pay Gaps (%), 2023-24
> 5 g’
222 20.00
2 cm
222 10.00 I I
-z
000 = |
o8¢ -10.00
S2 5
gf—é = -20.00
235 -30.00
585
2£g -40.00
-50.00 Not
Asian Black Mixed 0 Not Stated Other White British White Other
recorded
® Mean Gap -37.52 -4.51 2.94 20.37 -8.66 -31.56 0.00 -33.21
m Median Gap -6.51 1.35 -0.50 19.33 -1.86 -8.43 0.00 -26.34
Headcount: 91 123 21 3 14 15 1677 50
Percentage: 4.56% 6.17%% 1.05% 0.15% 0.70% 0.75% 86.61% 2.51%
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All groups except ‘Not Recorded’ have a higher hourly rate of pay than
the White British reference group

NSCHT Mean and Median Hourly Pay (£'s) by Ethnic Group,

2023-24
25.00
20.00
15.00
10.00
5.00
000 Not Whit
Asian Black Mixed © Not Stated Other nite White Other
recorded British
®m Avg. Hourly Rate 26.41 20.07 18.64 15.29 20.87 25.27 19.21 25.58
®m Median Hourly Rate 19.18 17.77 18.10 14.53 18.34 19.53 18.01 22.75
Headcount: 91 123 21 3 14 15 1677 50

Percentage: 4.56% 6.17%% 1.05% 19 0.15% 0.70% 0.75% 86.61% 2.51%



Pay Quartiles and EthniCity e surmen

Combined Healthcare
NHS Trust

When compared to all white staff, Global Majority staff (collectively)
were :-

* under-represented in the lowest quartile (Q1)

« over-represented in the second and 4" quartiles (Q2&4)

« almost equitable (slight under-representation) in the third quartile

(Q3)

Pay Quartiles Summary 23-24

White 89.9% 85.5% 86.6%
12.65%
Global Majority 10.1% 14.5% 13.4% Global Majority
= ‘equity’
0% 20% 40% 60% 80% 100%
m Ql (Lower quartile) m Q2 (Lower middle quartile)

m Q3 (Upper middle quartile) m Q4 (Upper quartile)
20



Pay Quartiles by Ethnic Group ot st

Combined Healthcare
NHS Trust

* The most evenly spread group Is that of White British.
« Other groups’ distribution varies significantly across the 4 pay quartiles.

NSCHT Pay Quartiles by ethnic group, 2023-24

100%
90%
S80%
70%
60%
50%
40%
30%
20%
10%

0%

Asian Black Mixed NULL Not Stated Other White White
British Other

m Q1 (Lower quartile) m Q2 (Lower middle quartile)

m Q3 (Upper middle quartile) m Q4 (Upper quartile)
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B O n u S Pay North Staffordshire

Combined Healthcare
NHS Trust

®* Asinthe Gender Pay section, bonus pay relates only to those in receipt of Clinical
Excellence Awards (21 consultants). Of these, 11 were Asian, 2 were Black, 7
were white. One had another ethnicity.

®* As with ordinary pay, Global Majority bonus pay was higher than white bonus pay.

®* As outlined in the Gender Pay section, the Trust cannot influence its bonus pay
gaps due to the lifetime nature of remaining CEAs going forwards.

Trust Bonus Pay by ethnic group
2023-24

£40,000 £36,192
£35,000

£30,000

£25,000

£20,000 £17,993

£15,000
£6,851 Average CEA £8,180

£10,000 £3,896 |
£5,000 £858
> 1IN —

Asian Black 2o Other White British White Other
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3. DISABILITY PAY REPORT 2024

Data as at 31st March 2024
(Disability Pay Reporting currently not mandated in UK legislation,
requested as part of NHS EDI Improvement Plan)

Lo
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Disability Pay Reporting Combined Healthcare

NHS Trust

®* Voluntary reporting: as for ethnicity pay gap reporting,
disablility pay gap reporting is not currently mandated by law In
the UK and reporting Is voluntary.

®* The NHS Equality, Diversity, and Inclusion (EDI) Improvement
Plan outlines sought to eliminate the NHS Ethnicity Pay Gap by
2024 and Disability Pay Gap by 2025.

®* Whilst the NHS has begun developing practise with regard to the
Ethnicity Pay Gap in 2023-24, there has been little focus to date
on disability pay gap due to the large gaps in disability reporting
data for the NHS as a whole.

®* This Disability Pay Report data has been produced using similar
methodology to the Gender Pay Gap (using the tool established
In ESR).
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Hourly Pay and
Disability

®* There is a small positive pay gap for the
Disability group meaning that, compared to

non-disabled colleagues, disabled workers
earn slightly less per hour.

®* The mean disabllity pay gap Is
5.98% and the median gap is 2.27%.

® Earnings per hour:-

®* Mean gap: Disabled staff earned 94p per
£1 earned by non-disabled staff

®* Median gap: Disabled staff earned 98p
per £1 earned by non-disabled staff

25

Disability Status

No Disability
Hourly Rate (£s)

Disability

Hourly Rate (£5s)
Difference (£s)

Pay Gap %

NHS

North Staffordshire
Combined Healthcare

Mean

NHS Trust

Median
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North Staffordshire

Pay Quartiles and Disability  cmeredreties

® 8.95% of workers on 31.3.24 declared a disability

® There is an over-representation in the first (bottom) 3 pay
guartiles (Q1-3) for people with disabllities

®* The top (highest) pay quartile (Q4) is most significantly under-
represented for disability

®* Q3 is the most highly over-represented quartile for disability

Quartile No Disability Disability

NSCHT Pay Quartiles by Disability Status
2023-24

Q1 (Lower
quartile)

Q2 (lower
middle

Mo Disability

Disability o.7 10.0 10.7 =
m-a 90-0 89-3 “

0% 20% A40% 60% 80% 100%:

m Q1 (Lower quartile) m Q2 (lower middle quartile)

Q3 (upper middle quartile) m Q4 (upper quartile)
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Bonus Pay and Disability

NHS

North Staffordshire

Combined Healthcare
NHS Trust

As In the sections above, bonus pay* relates only to those in receipt of Clinical

Excellence Awards (just 21 consultants).

Of these, 14 of these were recorded as having no disability and just one individual

as having disabillity/ies (6 excluded with no data recorded).

Whilst there would seem to be a very large disability bonus pay gap, this cannot be
relied upon due to only one individual in the bonus pay group having declared a

disability.

As outlined in the Gender Pay section, the Trust cannot influence its bonus pay

gaps due to the lifetime nature of remaining CEAs going forwards.

Disability Status

Mean Bonus Pay Median Bonus Pay

No Disability £6,666 £1,430
Disability £1,430 £1,430
Difference £5,236 £f0

Disability Bonus

Pay Gap % 78.54% 0.00%

27

* as stated
previously, new
CEAs have been
suspended since
2019. Only pre-
existing lifetime
CEAs remain.



5. Cultural Factors & Challenges NHS

North Staffordshire

affecting our Trust Pay Gaps Combined Healthcare

NHS Trust

Despite the protections offered by the national pay scales, pay gaps still exist within the NHS, particularly for gender,
ethnicity, and disability. Some of the key cultural factors contributing to these gaps for the Trust include:

1. Occupational Segregation: Women, ethnic minorities, and disabled individuals are more likely to be concentrated
In lower-paid roles (e.g., administrative or support roles) rather than higher-paid clinical or leadership roles.
Conversely, in higher pay bands, there is a disproportionately low representation of women, Global Majority and
disabled staff in senior positions.

2. Unconscious Bias in Career Progression: Promotion practices and opportunities for career development are not
always applied equitably. Staff from under-represented groups may face bias in hiring, promotions, and access to
training. Racial and gender stereotypes can influence perceptions of leadership potential, leading to slower career
progression for some groups.

3. Disparities in Part-Time and Flexible Working: Women are still more likely to work part-time or in flexible roles,
which can limit their career progression and access to higher pay bands. Disabled staff may also seek flexible / part
time working arrangements due to health needs, but these roles can sometimes be associated with lower status and
slower progression.

4. Intersectionality: The pay gap widens for individuals who experience multiple layers of disadvantage. For
example, women of colour or disabled women face greater pay disparities than men or non-disabled individuals
from the same backgrounds.

5. Under-representation in Leadership: Global majority and disabled staff are under-represented in senior roles,
perpetuating inequalities in decision-making and policy creation. This lack of diversity at the top can hinder efforts to
close pay gaps.

Sustained cultural change on inclusion is needed to fully address the structural and cultural barriers that contribute
to gender, ethnicity and disability (and other) pay gaps in the Trust and wider NHS.
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6. Combined Action on Pay Gaps st

Combined Healthcare
NHS Trust

®* It is clear that gaps exist / remain in Gender Pay and Disability Pay. It is reassuring that our Gender Pay Gap is
steadily falling in recent years, although progress is slow.

®* The true position with regard to Ethnicity Pay is somewhat unclear due to data being skewed heavily by the high
proportion of Global Majority medical staff.

®* Our work on WRES, WDES and our wider Inclusion and Belonging Action Plan is having an impact and moving us
in the right direction. This work includes our continued focus on building our culture of inclusion, civility and
respect, such as developing the role and impact of our staff networks, focus on inclusion awareness months,
development of our flexible working policy and webpage communicating this, and more.

® In 2025, the Trust will continue to focus on the 2 themes below to support continued reduction of our pay gap
position, taking an intersectional approach:-

4 )

1. Develop our approach to fair and equitable
Inclusive Talent Management, Inclusive
Recruitment and Inclusive Career Progression

for all
- at every level of the Trust
S i’ /)

3. Enhance our Culture of Inclusion and Belonging - through all we do and how we do it

- intersectional approach across equality groups; focus on disadvantaged groups

®* We will also endeavour to work collectively as a Staffordshire Integrated Care System (ICS) to identify, consider
and act on common local pay gap themes.
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Appendix: Ethnicity Pay Gap Data (as at
31.3.24) with and without medical staff

NHS

North Staffordshire

Combined Healthcare
NHS Trust

For purpose of understanding behind the surface of our ethnicity pay gap, the following information provides
the data reworked for additional information with and without medical staff:-

In the chart to the right, the position changes from
relatively large negative mean pay gap of -16.65% (in
favour of Global Majority) to a smaller positive gap of
+6.03% (in favour of white staff) when medical staff
are excluded.

And from nil median pay gap to small positive pay gap
of 1.85% (in favour of white staff).
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Appendix contd: NHS
Ethnicity Pay Gap Quartiles (as at 31.3.24) North Staffordshire

. | . Combined Health
with and without medical staff I e ot

Pay Quartiles Summary 23-24 Pay Quartiles Summary 23-24
[Note: 12.65% Global Majority = equity] - Medical staff excluded
[Note: 10.61% Global Majority = equity]
White 89.90% 85.45% 86.57%
White 90.38% 86.53% 94.30%
Global Majority 10.10% 14.55% 13.43%
Global Majority 9.62% 13.47% 5.70%
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When medical staff are excluded, Global Majority colleagues are significantly under-represented in the top pay quartile.

Correspondingly, the proportions of Global Majority colleagues in the top quartiles are seen to reduce between the charts below.
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