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We are pleased to present our Gender Pay Gap Report as of April 2022. 

About Corin

Corin is a multinational business, with around 900 colleagues working in 10 different countries across three major regions.  
Our colleagues, our customers and our patients are truly global.

Since inception, Corin has led the way in orthopaedic innovation — providing a faster, positive and more assured return to 
quality of life for people all over the world. Today, as a dynamic, growing, global business, Corin’s approach is 
revolutionising orthopaedics.

We offer a unique combination of clinically proven hip, knee, ankle and shoulder solutions and world-leading technologies 
that enable patients, surgeons and healthcare providers to connect more closely than ever.
The deep insight we gain, understand and share at every stage of the connected orthopaedic experience leads to advanced, 
patient-specific solutions that exceed expectations, maximise value in healthcare and positively impact lives.
Our vision of connected orthopaedic insight is creating a new avenue to improve surgical and patient outcomes, 
transforming the orthopaedics industry.

As an organisation with a clear purpose to benefit society along with our commercial objectives, it is imperative that we 
have an organisation that attracts and retains the best people. We aspire to achieve a representative balance of males and 
females working across all levels and functions and, ultimately, a zero gender pay gap. 



UK companies with 250 or more employees have to report on their Gender Pay Gap each year. We support this 
requirement and see it as a positive step forward to ensuring greater transparency on gender pay differences in 
order to deliver pay equality. 

The Gender Pay Gap is a measure of the difference between the average pay of males 

and females across the same organisation. It is not the same as equal pay, which 

relates to males and females being paid equally for equal work, or work of equal 

value. Equal Pay has been a legal requirement for many years, and we are truly 

committed to upholding this principle in our pay decisions. 

We aim to be a truly inclusive place of work — one where everyone’s development needs and aspirations are 
supported, and anyone can succeed regardless of their gender. Our ideal is no gender pay gap across any of the 
reportable metrics. 

There are several technical terms used in Gender Pay Gap Reporting. We’ve tried to define these in the places where 
they appear. Calculations are performed in line with a prescribed methodology. This means that certain colleagues 
are excluded, and certain elements of remuneration are not counted in the calculation of pay. Gender Pay Gap 
reporting assumes a default position of males being paid more than females on average (as evidenced by almost all 
published pay data). When presenting the hourly and bonus pay gap percentages, a positive percentage gap means 
males are paid more than females, whereas a negative percentage gap means females are paid more than males. 



As at 5 April 2022, we employed approximately 406 colleagues in the UK.

Mean hourly pay gap is the difference in average hourly rates of pay between male and female colleagues. Median 

hourly pay gap is calculated by ordering from lowest to highest the hourly rates of pay for each male colleague and, 

separately the hourly rates of pay for each female colleague and comparing the middle value of each.
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Mean bonus pay gap is the difference in average bonuses between male and female colleagues, calculated from those 
who received a bonus in the year. Median bonus pay gap is calculated by ordering from lowest to highest the bonuses 
for each male colleague who received a bonus and, separately the bonuses for each female colleague who received a 
bonus and comparing the middle value of each
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Pay quartile analysis ranks all employees by their hourly pay and then splits this ranking into four equal sized groupings 
(“quartiles”).  It then shows the share of each quartile that is male compared to the share that is female. 
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