
Introduction 
St Christopher’s gender pay gap data for 5th April 2018 was based on 501 people; it does not include 
any bank/casual staff not working within the month of April. Of these 501 people, 67 (13.4%) were 
men and 434 (86.6%) were women.  Only 37% of the female workforce is full-time compared to 65% 
of the male workforce.   
 
Table 1: Gender Pay Gap Averages 

 
Whilst the reported data suggests that on average, men earned more than women, it is recognised 
that having a workforce which is predominantly female (up by 3.6% from April 2017) means that 
even small fluctuations in the male workforce can impact negatively on the Mean data. In addition, 
at the time of capturing the data, the organisation had just lost two senior female Executive Team 
Directors and with 63% of the female workforce being part-time, this also has an impact on the 
Median data, especially when compared to 2017, where the number of part-time women was 
slightly less. 
 
Table 2: Quartile data 

QUARTILE MEN WOMEN MEN % WOMEN % 
UPPER 22 104 17%   83%   

UPPER MIDDLE 12 113 10%   90%   
LOWER MIDDLE 9 116 7%   93%   

LOWER 24 101 20%     80%   
 
The quartile data in Table 2 above shows that the number of male staff working in the Upper, Lower 
Middle and Lower quartiles has all declined when compared with the 2017 data, with only the Upper 
Middle quartile remaining broadly the same.   
 
Commentary 
Whilst it would be preferable to attract more male professionals into our care services in the hope 
that this would provide a more balanced gender pay position, it is nationally recognised that nursing 
and other care roles do not tend to attract very many male workers. This is evident from our 
applications for care roles; which are from predominantly female workers. 
 
The Hospice is committed to being an equal opportunities employer. It operates good practice and 
compliance in relation to HR policies and procedures, which are regularly reviewed and supported 
through appropriate staff training. St Christopher’s operates its own Good Employer and Pay 
Principles which are linked to transparent pay spines and job evaluation processes.   
 
Next Steps 
The organisation does not have any concerns about the quality or equity of its pay structures, 
despite what the data may suggest.  However, alongside other equality and diversity areas, the 
gender pay gap identified above will continue to be carefully monitored by the Equality and Diversity 
Steering Group and the HR Directorate and any areas of concern will be managed expeditiously. 
 

 5th April 2018 5th April 2017 
Mean  12.9% 0.3% 
Median 3.4% -18.9% 


