
GENDER PAY GAP DATA ANALYSIS –  (As at 31 March 2024) 
 

 
 
Calderdale and Huddersfield Solutions Ltd (CHS) colleagues are excluded from this 
analysis. 
 
The key themes to note from the gender pay gap data are as follows:       
 

 

As at 31 
March 2023 

As at 31 
March 2024 

Difference 

1. Difference in hourly rate of pay - mean 28.2% 27.6% -0.6% 

2. Difference in hourly rate of pay - median 19.6% 18.9% -0.7% 

3. Difference in bonus pay - mean 50.6% 50.7% +0.1% 

4. Difference in bonus pay - median 0.0% 95.1% +95.1% 

5. Percentage of employees receiving a bonus       

Male 11.3% 11.8% +0.5% 

Female 2.8% 3.2% +0.4% 

6. Employees by quartile       

Upper Quartile - Male 33.9% 35.5% +1.6% 

Upper Quartile - Female 66.1% 64.5% -1.6% 

Upper Middle Quartile - Male 14.4% 15.6% +1.2% 

Upper Middle Quartile - Female 85.6% 84.4% -1.2% 

Lower Middle Quartile - Male 14.5% 14.1% -0.4% 

Lower Middle Quartile - Female 85.5% 85.9% +0.4% 

Lower Quartile - Male 13.7% 15.1% +1.4% 

Lower Quartile - Female 86.3% 84.9% -1.4% 

 

Difference between 

Men and Women

Mean

(Average)

Median

(Middle)

Gender Pay Gap 27.6% 18.9%

Gender Bonus Pay 50.7% 95.1%

Bonus pay relates to payments made in the period 1st April 23 - 31st March 24
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As at 31 March 2024, 79.9% of the Trust’s workforce was female and 20.1% of the 
Trust’s workforce was male. A movement of 1% in favour of males compared to the 
same point in 2023. 
 
The gender pay gap (difference in hourly rate of) as a mean is 27.6% and a median 
of 18.9%. 
 
The table above shows the comparison of March 2024 data with the submitted 
position for 31 March 2023. This shows that both the mean and median gender pay 
gaps have decreased by 0.6% and 0.7% respectively. 
 

 
 
The mean and median difference in the hourly rate of pay has continued to 
decrease, leading to a further improving position. 
 
The Medical and Dental staff group has a major impact on the gender pay gap.  
Excluding Medical and Dental staff from the calculation significantly decreases the 
pay gap, to the extent that the overall mean pay gap changes from 27.6% in favour 
of men to 6.2%, and the median from 18.9% to 2.7%. 
 
11.8% of males received a bonus payment (an increase of 0.5%), compared to 3.2% 
of females (an increase of 0.4%). 
 
Long service awards are included in the bonus payment calculation, with 25 year 
awards providing a bonus value of £150, and 40 year awards a value of £200. 
 
90 long service awards were given during the 2023-24 reporting year compared to 
68 in 2022-23.  
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The table below outlines the numbers of employees, broken down by gender, who 
received Long Service Awards in 2023-2024.    

 
 25 Years 40 Years 

Male 5 2 

Female 69 14 

 
92.2% of Long Service Awards went to female colleagues in 2023-24. 
 
The payments for Clinical Excellence Awards have a much higher value than Long 
Service Awards.  35.2% of CEA payments went to females, a decrease of 2.2%. 

 
To note, Clinical Excellence Awards are limited to Consultant employees within the 
Medical and Dental staff group.  
 
The mean bonus pay gap between men and women is 50.7% (an increase of 0.1%). 
This is due to a high number of low value long service awards within the female data 
bringing down the average value of a bonus payment when compared to the male 
data which contains the majority of high value CEA bonus payments and only a 
small number of long service awards.  
 
The median is 95.1%, again this is due to the increased number of long service 
awards within the female data, increasing the chances of the mid-point falling on a 
low value long service award vs. a high value CEA as seen within the male data. 
 
Excluding long service awards from the bonus data dramatically improves the bonus 
pay gap and would reduce the mean bonus pay gap to 6.0% and the median to 
0.0%; with 1.6% of females receiving a bonus compared to 11.5% of males. 


