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Sirona care & health is a not-for-profit social enterprise that 
provides a range of NHS funded specialist community health 
and care services across South Gloucestershire, Bristol, North 
Somerset and surrounding areas.

Bonuses -100% 
The mean average and median average of 
gender bonus gap in Sirona care & health.

We have 9 female employees who receive 
bonus payments1 awarded under the 
National Doctor’s Clinical Distinction/ 
Excellence Awards scheme, which 
recognises an exceptional contribution 
to clinical care. We didn’t have any male  
employees receiving a bonus.

1  The Clinical Excellence Awards (CEA) scheme is intended to recognise and reward those consultants (after one 
years’ service in a substantive consultant role) who contribute most towards the delivery of safe and high quality 
care to patients and to the continuous improvement of local health services. This includes those consultants 
and senior academic GPs who do so through their contribution to academic medicine.

Sirona is committed to treating all our 
staff fairly. We have robust recruitment 
processes and a job evaluation scheme 
in place which helps us to ensure pay 
equality.

This is our fourth annual 
pay gap report 

10.2% 
The mean average gender pay 
gap in Sirona care & health

10.4% 
The median average gender 
pay gap in Sirona care & health
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The gender pay gap is the difference in 
average (or mean) hourly earnings between 
men and women. This is different to pay 
inequality, which compares the wages of 
men and women doing the same job.

A particularly high gender pay gap can 
indicate there may be a number of issues 
to deal with, and the individual calculations 
may help to identify what those issues 
are or there may be reasons why the gap 
exists. All roles across the organisation 
are included in calculating the average 
earnings figure and the “gap” is expressed 
as a percentage of men’s earnings.



Our Headlines

•   Our Mean gender pay gap is 10.2% which
is marginally decreased from 10.5% one
year earlier

•   The Mean gender pay gap is largely
because Sirona’s highest paid
employees are doctors and this is the
case across the NHS. If all doctors are
removed from the figures our Mean
gender pay gap is 6.7%

•   Our Median gender pay gap is 10.4%
which is significantly higher from 0.63%
one year earlier

•   The Median average figure increase
reflects the changes in our
organisations within the last year

•   The ratio to women to men employed by
Sirona is approx. 10:1

•   Sirona has a female chief executive and
it’s Senior Leadership Team at the time
the data was captured comprised 6
women and 3 men.

On the 1st April 2020 our organisation 
increased by two thirds going from 1446 
relevant staff2 to 3448. Our workforce is 
still predominately female with 9% of our 
workforce being male (down 1% from last 
year). Our Mean gender pay gap is 10.2% 
which is down slightly from our 2019 
reported figure but lower than the Office 
for National Statistics 2020 UK Gender Pay 
Gap of 15.5%.

Our Median gender pay gap has increased 
significantly to 10.4% (2019 figure was 
0.6%). With our new mix of staff and moving 
onto the National Agenda for Change 
pay scales, there are more than one third 
of male employees falling in the Upper 
Quartile of hourly rates; the median male 
hourly pay rate falls in the Upper Middle  
Quartile whereas the Median female hourly 
pay rate falls in the Lower Middle Quartile.

2019 2020
Upper 

Quartile
Upper 
Middle

Quartile

Lower 
Middle

Quartile

Lower 
Quartile

Upper 
Quartile

Upper 
Middle

Quartile

Lower 
Middle

Quartile

Lower 
Quartile

Male 30.65% 22.90% 20.00% 26.45% 35.00% 16.00% 22.00% 25.00%

Female 24.41% 25.21% 25.53% 24.86% 23.89% 25.88% 25.27% 24.96%

*This chart shows the percentage within the four Quartiles for Males and Females. It also
compares the same data for 2019 and 2020.

2  Relevant Employees definition: all employees employed by the Sirona care & health on the “snapshot” date of 
analysis for gender pay gap reporting 6 April 2019. This includes full-pay relevant employees and also other 
employees employed on the “snapshot” date but on less than full pay because of leave. Each employee is 
counted as ‘one employee’ regardless of whether they are full or part-time.



Our Ongoing Commitment

Within 2020, we have built on our Diversity, 
Inclusion and Equality programmes and 
policies and we will continue to do so. At 
Sirona, we want everyone who comes into 
contact with us to feel welcome – whether 
you are a team member, someone who 
uses our services, a family member or a 
carer, we will respect you as an individual 
and value your unique experience, ability 
and contribution. In our recruitment, we 
are working towards a flexible working 
approach and we support people’s career 
pathways.

Since our last report there have been a 
number of changes, a TUPE transfer of staff 
into our organisation and a re-evaluation 
of pay grades by moving onto the National 
Agenda for Change pay scales. During this 
year we are continuing to re-evaluate our 
structure and roles which will show in the 
next report.

We will continue to develop our recruitment, 
attraction and retention strategy to ensure 
we reach the broadest possible audience 
and present a wide range of career options 
from across our different services. 

As part of this work, we aim to increase the 
number of male applicants we attract at 
all levels, to balance our workforce from a 
gender perspective. Activities will include 
working with local schools and sixth form 
colleges to demonstrate the breadth of 
career pathways in health & care, ensuring 
our recruitment advertising reflects all of 
the aspects of the communities we serve 
and working with our internal network 
groups to make sure our employee 
proposition is appropriate.

Our staff networks exist to promote a 
positive working environment, free from 
fear of discrimination or prejudice and in 
which career opportunities are accessible 
on an equal basis to all. Also, our Black 
Asian Ethnic minority (BAME) Network is 
open to all staff from BAME backgrounds, 
and those with a positive interest in 
driving forward race equality. Our new 
LGBT Network is taking steps to create an 
inclusive workplace for trans, non-binary 
and intersex staff and we will continue to 
build on the steps this network is taking.



To achieve our ongoing 
commitment we will:

•   Review training options, talent
management, ‘Stepping Up’ programme,
senior leadership programme for women
(Springboard), to support all employees
to progress within Sirona care and
health, supporting all staff in protected
characteristic groups, including gender.

•   Explore setting up a Male Network, as
Sirona care and health is predominately
a female workforce. Using this Network
to help with the recruitment of males
into healthcare professions.

•   Raise awareness of shared parental
leave and flexible working opportunities
within Sirona care and health, reviewing
our data around these areas to make
sure we have targeted communications.

•   Continue to review data around Gender
Pay Gap by grades and Staff Groups, to
recommend ways forward to continue
to reduce the gap.

The figures submitted have been calculated 
using the standard methodologies required 
by the Equality Act 2010 (Gender Pay Gap 
Information) Regulations 2017.

We confirm that the calculations and the 
data provided for Sirona care & health 
are accurate and in line with the above 
reporting regulations.

Janet Rowse 
- Chief Executive




