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	Executive Summary

	1. Introduction
This report examines the gender pay gap within our Trust as of 31 March 2025, showing disparities between male and female employees. The deadline for national submission of our gender pay gap reporting is 31 March 2026. The gender breakdown continues to show that women make up the majority of the workforce at DBTH.  
The median gender pay gap stands at 24.35%, improved from 29.4% in 2024, and the mean gender pay gap stands at 34.63%, improved from 37.6% in 2024.
2. Hourly Pay Gap
· Mean Pay Gap: 34.63% in favour of men.
· Median Pay Gap: 24.35% in favour of men.
This indicates that, on average, men continue to earn significantly more per hour than women, highlighting ongoing systemic issues in pay equity at DBTH. This is reflective of the wider NHS as pay arrangements are determined nationally and the gender breakdown in trusts is often similar to the shape at DBTH. 
This position is also linked to the distribution of employees amongst the pay quartiles, with the upper quartile being the one where men are most represented. There has been some improvement compared to 2024, although the gap remains considerable.
3. Pay Quartiles
· Upper Quartile: 35.48 % men vs. 64.52% women. Men remain more represented in higher-paying roles (e.g., experienced senior consultants), contributing to the overall pay gap.
· Upper Middle Quartile: 14.70% men vs. 85.30% women.
· Lower Middle Quartile: 13.88% men vs. 86.12% women.
· Lower Quartile: 12.22% men vs. 87.78% women.
Women continue to make up a higher percentage of the workforce in the middle and lower pay quartiles, as they are predominantly represented in roles such as Healthcare Assistants, Administrative and Clerical, and Support Services. These roles, based on the 2025 DBTH workforce data, are filled by women across a range job roles and the Agenda for Change pay scales from band 2 upwards to band 6.    
The Healthcare Assistant and Support Worker transition project at DBTH has been completed, it supported colleagues transitioning from Band 2 to Band 3 where appropriate to the work undertaken within the required role. This project ensured that pay protection, backdated pay, and any required adjustments were applied fairly and accurately and the majority of employees involved were women.
Actions are being added to the DBTH ED&I high-level improvement plan under High-Level Action 3 – Develop and implement an improvement plan to eliminate pay gaps. The Trust continues to progress the flexible working workstream, Scope for Growth career conversation, talent management and leadership development opportunities.
4. Bonus Pay
The Clinical Excellence Awards (CEA) for consultants remain a key driver of bonus pay disparity. Other allowances or forms of additional income may also be relevant, such as grants or payments linked to academic or research activity.
Proportion Receiving Bonuses:
· Men: 9.61%
· Women: 0.74%
· Mean Bonus Gap: 35.96% in favour of men.
· Median Bonus Gap: 96.19% in favour of men.
The significant disparity in bonus pay reflects the higher number of senior male consultants within the Trust. As CEAs are awarded primarily to consultant-level colleagues, and men make up the majority of this group, this drives a wide bonus pay gap. As in previous years, CEAs were distributed equally among consultants who met the criteria. Nationally negotiated changes mean that the current CEA scheme will not continue in its existing form in future years.
5. Comparison in the Gender Pay Gap
· Mean Pay Gap: Highlights the overall difference in earnings between genders, however  this can be influenced by a small number of highly paid individuals, such as senior male consultants as evidenced in the 2025 DBTH workforce data.
· Median Pay Gap: Reflects the workforce data more accurately and therefore gives a clearer picture of everyday pay disparity.
There has been a reduction in both the mean and median gender pay gaps when compared with the previous reporting year. The mean gender pay gap has reduced from 37.6% in 2024 to 34.63% in 2025, representing a reduction of approximately 3 percentage points. The median gender pay gap has also reduced from 29.4% in March 2024 to 24.35% in March 2025. a reduction of just over 5 percentage points from last year.
6. Actions to Address the Gender Pay Gap
To address the gender pay gap, the Trust continues to implement strategies aimed at fostering workplace equity. These include:
· Promoting flexible working practices.
· Enhancing support for colleagues experiencing menopause and raising awareness with managers and colleagues.
· Advancing initiatives designed to improve gender diversity in leadership roles.
· Scope for Growth career conversations
· EDI high-level improvement plan under High-Level Action 3 – Develop and implement an improvement plan to eliminate pay gaps.
These efforts support a more inclusive workplace culture for all colleagues. A key focus of these initiatives is making senior positions more accessible to women. This is achieved through encouraging flexible job arrangements and expanding access to leadership development opportunities open to all colleagues, designed to strengthen leadership capability and support career progression. These include:
· Board Development Delegate Programme – aimed at increasing diversity in leadership.
· Reciprocal Mentoring Programme – where the majority of aspiring leaders are women.
· As of Dec 2025, 36 of the 49 people on leadership & Management apprenticeships are women.
These initiatives are crucial in ensuring that talent and potential are not hindered by structural or cultural barriers. The South Yorkshire Women’s Network also provides a space for professional growth, peer support, and increased visibility, while addressing challenges and inequalities faced by women in the workplace.
To drive progress, the Trust has established clear goals, benchmarks, and accountability mechanisms, all of which are outlined within the DBTH ED&I high-level improvement plan under High-Level Action 3 – Develop and implement an improvement plan to eliminate pay gaps. 
7. Publication Requirement
The Gender Pay Gap Report must be published on the UK Government portal by 31 March 2026, demonstrating the Trust’s commitment to accountability and transparency. The Executive Team is asked to support this publication, and the People Committee will also be briefed at the next meeting in April 2026.


	Recommendation to Execs:
	The Committee is asked to note the contents of the report and support the publication of the gender pay gap report by 31 March 2026

	Action: Decision/ discuss/assurance
	Decision 

	Healthier together – delivering exceptional care for all

	Strategic Implications 
What is the issue this is addressing / mitigating, and if it’s not related to one of these – should it be here?

	Patients
	Our workforce needs to be diverse and inclusive to ensure our delivery of care
meets the needs and connects with people in the communities we serve

	People
	Workforce processes, culture and the lived working experience must be in
alignment with the DBTH Way.

	Pounds
	Our EDI improvement plan uses DBTH resources for education, training and
innovation in the first instance in driving the delivery of the plan.

	Partnerships
	N\A

	Legal/ Regulation:
	Gender Pay Gap regulations\Equality Act 2010
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