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Introduction 

 

In 2017 the Government introduced world-leading legislation that made it statutory for all 
organisations with 250 or more employees to report annually on their gender pay gap. West 
Midlands Ambulance Service University NHS Foundation Trust is covered by the Equality Act 
2010 (Specific Duties and Public Authorities) Regulations 2017 that came into force on 31 March 
2017. These regulations underpin the Public-Sector Equality Duty and require the relevant 
organisations to publish their gender pay gap data annually by 30 March, including mean and 
median gender pay gaps; the mean and median gender bonus gaps; the proportion of men and 
women who received bonuses; and the proportions of male and female employees in each pay 
quartile. 
 
The gender pay gap shows the difference in the average pay between all men and women in a 
workforce. If a workforce has a particularly high gender pay gap, this can indicate there may be 
actions required to address this, and the individual calculations may help to identify what those 
issues are. 
 
The gender pay gap is different to equal pay. Equal pay deals with the pay differences between 
men and women who carry out the same jobs, similar jobs or work of equal value. It is unlawful to 
pay people unequally because they are a man or a woman. 
 
Equal pay is about men and women being paid the same for the same work, while the gender pay 
gap is about the difference in average hourly earnings. 
 
Differences in gender pay show a demographic pay gap. By taking the average hourly rate for all 
employees and comparing the difference in that metric for men and women, gender pay reporting 
is most notable about female representation in certain roles – not whether a man earns more for 
the same job. 
 
 
 

Gender Pay Gap Reporting Measure 

 

The report sets out the most recent data from April 2021 to March 2022 and will include the 
following areas: 

Mean gender pay gap in hourly pay - the difference between the mean hourly rate of pay of 
male full-pay relevant employees and that of female full-pay relevant employees 

Median gender pay gap in hourly pay - the difference between the median hourly rate of pay of 
male full-pay relevant employees and that of female full-pay relevant employees 

Mean bonus gender pay gap - the difference between the mean bonus pay paid to male 
relevant employees and that paid to female relevant employees  

Median bonus gender pay gap - the difference between the median bonus pay paid to male 
relevant employees and that paid to female relevant employees  

Proportion of males and females receiving a bonus payment - the proportions of male and 
female relevant employees who were paid bonus pay during the relevant period  

Proportion of males and females in each pay quartile - The proportions of male and female full-
pay relevant employees in the lower, lower middle, upper middle and upper quartile pay bands 
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Mean and Median Definitions 

 

The arithmetic mean is achieved by adding up all the numbers in a dataset and then dividing the 
total by the number of items.   For example:  a group of numbers of 20, 22, 30, 40, 50, will add 
together to form 162, which will be divided by the 5 numbers in the group, and result in a mean of 
32.4.   
 
The arithmetic median is achieved by identifying the middle number in the list.  In the example 
above, the middle number is 30, this is therefore the median. 
 
The following gender pay calculations have been based on both Mean and Median values. 

 

 

Gender Profile 

 

 
 

Since the inception of WMAS the gender profile between 2007 and 2022 has increased from 35.3% women 
to 51.01% in March 2022. This is a rising trend with year-on-year increases. 
 

Gender Pay Gap Report for WMAS 

 
i. Gender Pay Gap in Hourly Pay – Mean 
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ii. Gender Pay Gap in Hourly Pay –Median 
 

 
 
 

iii. Bonus Gender Pay Gap – Mean & Median 

 
           

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

iv. Proportion of Males and Females Receiving a Bonus Payment  
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v. Proportion of Males and Females in each Pay Quartile 
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Analysis and Conclusion  

 
The information above is a selection of data up to 31 March 2022 however please note that any 
employee who does not self-identify as a male or female have been omitted from the data.  
 
It is worth noting that WMAS took on the NHS 111 Service in November 2019. However, from 
March 2023, the NHS 111 service will no longer be hosted by the Trust so this will have an impact 
on the overall numbers in the Trust as staff TUPE over to the new Provider.  Updated figures for 
the Trust will be reflected in the 2023 Gender pay Gap Report which will be published in 2024. 
 
There has been slight improvement in the mean gender pay gap from 2021 (-10.87%) to 2022 (-
10.21%) and the median it has reduced from -12.76% (2021) to -9.29% in 2022.   
 
No firm conclusions can be drawn in terms of the data this year in respect of the Mean figure as 
the improvement is small.  However, in the median data there has been a marked improvement 
since 2020 when the pay gap stood at 15.47% - improving to 9.29% in 2022. Interventions put in 
place in the action plan may well have been a contributory factor especially as the springboard 
project has been in operation since 2021.  However, there is still much work to be done to close 
the gap. 
 
WMAS has an active workforce plan in place seeing the recruitment of student paramedics and 
university graduate paramedics into the workforce since 2010. These roles have been 
instrumental in changing the demographics of the organisation, as can be demonstrated by the 
continuing change in the gender profile from 35.3% women in 2007 to 40.7% in 2017, 41.3% in 
2018, 42.1% in 2019, 47.3% in 2020, 50.67% in 2021 and 51.01% in 2022. This is a rising trend 
with year-on-year increases. 
 
Any payment of a bonus is determined by the Remuneration and Nominations Committee. In 
previous years the Trust determined only the Chief Executive Officer was eligible for a bonus of up 
to 10% based on meeting pre-determined performance criteria set by the Remuneration 
Committee annually. All other Executive Directors on VSM contracts and Staff covered by Agenda 
for Change are not included in the bonus pay scheme. 
 
Finally, in previous years the proportion of women in the lower, lower middle and upper middle pay 
quartiles was higher than the overall gender profile for the Trust. It should be noted that there is a 
high proportion of females in band 3 roles as compared to men. However, in the upper pay quartile 
this proportion was lower for women – an area which needs to be addressed as part of the action 
plan. This is replicated in 2022 as shown in the data above. 
 
In order to support women within the workplace, the WMAS Women’s Network was launched on 8 
International Women’s Day (8 March 2022), the Chair of the network also sits on the National 
AACE Women’s Network meaning the Trust the ability to make an impact on women’s lives and 
the gender pay gap within the ambulance service nationally.  
 
The following Action plan highlights areas which will be progressed in the coming year to help 
reduce the gender pay gap. 
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1. Actions to Eradicate the Gender Pay Gap 2023/2024 
 

 GOAL/OBJECTIVE Actions Monitoring Accountability Due Date RAG / Evidence 

1.RECRUITMENT & 
RETENTION 
 
  
 

 
 
 
 
Continue to retain the 
current level of women 
within the workforce  

 
1.1 Create library of 
imagery to be shared 
amongst directorates to 
reflect women; in the 
workforce overall and 
senior leadership positions 

Recruitment data to 
be reviewed 
quarterly at DISAG 
to identify any 
additional actions 
required 

 
Louise Jones 

 
June 2023 

 
Working with Becky Godfrey to 
identify suitable and willing 
individuals to create imagery 
 
Portfolio of 10 case studies 
covering various roles within the 
Trust at a variety of bandings 
and levels 

 

 
1.2 Diverse interview 
panels to consider gender 
as well as ethnicity  
 

Recruitment data to 
be reviewed 
quarterly at DISAG 
to identify any 
additional actions 
required 

 
Louise Jones 

 
March 2023 

 
Complete – we currently have a 
good variety of males and 
female interview panellists 
 
Training dates to continue to be 
circulated including amongst 
Women’s Network 
 

 
1.3 All roles to be 
advertised as the option to 
working part time / flexibly 

LJ to review any 
issues noted to 
refusal of flexible 
working requests 

 
Lucy Mackcracken & 

Louise Jones 

 
March 2023 

 
Complete – standard paragraph 
included in adverts 
 
Continuous review of any 
refusals of flexible working 
requests at recruitment stage 
and during employment 

1.4 Incorporate learning 
from exit interview app 
data, identifying any 
trends for female leaving 
the organisation 

Pending TOR for a 
retention working 
group 

Lucy Mackcracken July 2023  
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Promotion of higher-level 
roles – using Positive 
Action to encourage and 
support female 
applicants  

1.5 Produce gender 
breakdown by directorate 
and banding to identify 
any areas of under 
representation to then 
inform any necessary 
actions 

 
Data to be reviewed 
quarterly at DISAG 
to identify any 
additional actions 
required 

 
Eleanor Huddleston 

 
Quarterly 

 

1.6 Female only 
recruitment events for 
roles that are 
predominantly male 
potholders to remove 
intimidation e.g., HART, 
IT, Fleet 

 
Analyse feedback 
from attendees of 
events  

 
Louise Jones 

 
Oct 2023 

To be considered during next 
recruitment campaign and 
based on action 1.5. The library 
of female case studies will also 
assist this.  The team are also 
attending a ‘Women into 
Success’ careers event hosting 
by Halesowen Job Centre Plus 
during the week of International 
Women’s Day 

2.LEADERSHIP &  
DEVELOPMENT 
 
 

 
Development of women 
into higher paid roles 

2.1 Capture case studies 
of women progressing to a 
promotional role 

 
 
For quarterly 
review at DISAG 
 

Becky Godfrey March 2024 

Current survey in place to 
understand experience in 
options for flexible working and 
limitations in career 
developments closes 
06/03/2023 
  

2.2 Two further 
Springboard programmes 
to be delivered  
 

Attendance and 
analysis of 
feedback from 
attendees 

Becky Godfrey May 2024 

1st programme funded, next 
cohort commences 9th May, face 
to face 
 
Funding tbc for 2nd tranche  

 

2.3 Reunion and 
celebration event of 
previous Springboard 
attendees 

Case studies / 
success stories  

Becky Godfrey 
September 

2023 
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3. HEALTH & 
WELL-BEING 

 

Support and retention of 
women at all ages within 
the workforce and as 
they develop their 
careers 

3.1 Gain menopause 
friendly accreditation and 
launch roll out of 
menopause awareness 
training for both managers 
and staff   

Review at Health & 
Wellbeing Steering 
Group  

Lucy Mackcracken 
 March 2024 

Evidence being collated to 
achieve given standards  

3.2 Implement provision of 
sanitary product pilot for 
all, across all Trust sites 

Reportable at 
Health & Wellbeing 
Steering Group 

Lucy Mackcracken / 
Becky Godfrey 

July 2023 
 

Working with procurement to 
identify suitable boxes for 
storage 

4.FLEXIBLE 
WORKING 
 
 
 

Managers and 
supervisors are 
empathetic, 
compassionate, 
confident, and effective 
in engaging with staff 
and their requests for 
flexible working. 
 

4.1 Carry out 
compassionate leadership 
development with all front-
line supervisors & senior 
managers (to include 
empowering their decision 
making, using discretion, 
flexibility in application of 
policies / procedures, 
personal impact 

For quarterly 
review at DISAG 
 

Barbara Kozlowska 
 

July 2023 

 
Currently covered in Engaging 
Leaders. 
Will also be covered in next 
and future Engaging Mangers. 
 

Managers and 
supervisors understand 
their role in ensuring that 
WMAS policies and 
procedures and 
delivered in a 
compassionate and 
empathetic way. 
 

Allocated HR professional 
to each line manager to 
guide and support  

Discuss at 1-2-1s 
regularly  

Lucy Mackcracken 
March 
2023 

Complete 

Develop a recorded 
information support 
package to help people 
understand the process 
and their options within 
the family suite of policies, 
to include maternity, 
paternity, adoption, 
shared parental leave 

To ensure that all 
training packages 
include 
information on 
supporting staff 
with a 
compassionate 
approach 

Lucy Mackcracken 
March 
2023 

Flexible working awareness 
training is already in place and 
being delivered by the HR  
 

 


