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Introduction

At West Brom Building Society, we are committed to fostering a diverse
and inclusive workplace where every colleague is rewarded fairly. As part of
this commitment, we have consistently monitored and reported our pay
gap statistics to promote transparency and accountability.

This year we are publishing our eighth Gender Pay Gap report, in
accordance with the requirements of the Equality Act 2010 (Gender Pay
Gap Information) Regulations 2017. While reporting on the Gender Pay Gap
is a legal obligation, we also began voluntarily publishing our Ethnicity Pay
Gap figures in 2021, and this marks the fourth consecutive year of
publishing these figures, highlighting our commitment to addressing
representation disparities across various diversity demographics and
building a truly equitable workplace.

By sharing this data, we aim to highlight the progress we have made while
acknowledging the work that still needs to be done. Publishing this report
also allows us to hold ourselves accountable and demonstrate our
continued efforts to reduce both gender and ethnicity pay gaps.

It is important to note that pay gap figures only illustrate differences
between the average pay of female and male; or ethnic minority and white
colleagues within an entire workforce, without taking into account different
responsibility levels or skills required of specific roles. That is why these
figures do not represent ‘unequal pay’, which deals with pay differences
between colleagues from different diversity groups and are doing the same
job or work of equal value. We know that we do not have any processes or
practices which result in colleagues being paid differently because of their
gender, ethnicity or any other protected characteristic.
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Our refreshed diversity data

In March 2024, we launched a new diversity and inclusion questionnaire
inviting all colleagues to share a broad range of diversity demographic
information including an opportunity to review their gender and ethnicity
data which was shared when they originally joined the Society.

Our new Diversity and Inclusion questionnaire invited colleagues to
share the following diversity demographics.

Gender .
Gender identity .
Ethnicity .
Age J
Disability :

Religion

Sexual orientation

Parental responsibilities
Carer responsibilities
Socio-economic background

The questionnaire also included six inclusion statements to get a view of
how colleagues from various diversity demographics experience

inclusion at the Society.

Accordingly, this year's pay gap statistics were compiled using this
refreshed data where 82% of the workforce have disclosed their gender and
81% disclosed their ethnicity. We are confident that these statistics still
show a good reflection of the overall picture at the West Brom, as the
disclosure rates represent a majority of our colleague population.
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The gender pay gap looks at the difference in the average pay and
average bonus pay between men and women across the workforce of an
organisation. It shows the percentage difference in earnings, calculated
by comparing average hourly pay and average bonus pay received by
female and male groups. Therefore, the representation (or distribution) of
female and male colleagues across all levels of the workforce is an
important factor to eradicate any gender pay gaps.

Pay quartiles and their impact on our Gender pay gap

The gender pay gap at the West Brom is influenced by the distribution of
female and male colleagues across all levels of roles. Pay quartiles are
useful indicators of this distribution, as they divide the workforce into four
equal parts based on hourly pay, with each quartile representing 25% of
the workforce. This gives a good insight about the representation of men
and women across different levels of pay. The following shows the gender
representation within the four pay quartiles at the West Brom.

Lower quartile Lower middle quartile

Female Male Female Male
Mean hourly pay gap -0.8%* Mean hourly pay gap 2.0%
Median hourly pay gap 0.4% Median hourly pay gap 1.9%

Upper middle quartile Upper quartile

60.8%

Male

Mean hourly pay gap 3.7%

Female

Female Male

Mean hourly pay gap 23.1%
Median hourly pay gap 2.5%

Median hourly pay gap 15.6%

* denotes average pay being higher for female colleagues
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This imbalance of representation across the pay quartiles, in turn,
significantly impacts the overall average earnings of female and male
colleague populations, driving the overall pay gap figures at the West Brom.

Within the first three quartiles, both the mean and median pay gaps are
either considerably small or, in the case of the lower quartile, do not exist at
all (in that female colleagues are, on average, earning more). However,
higher proportions of female colleagues within these quartiles affect both
the mean and median pay of the overall female colleague group at the
Society. The picture is different in the upper quartile, where a larger
percentage of male colleagues occupy higher paid positions, causing higher
mean and median pay figures for overall male colleague group.

Mean and Median gender hourly pay gaps

The mean hourly pay gap is the difference between average hourly pay of
men and women in an organisation. To calculate the mean pay gap, we add
up the hourly pay of all male colleagues and divide it by the number of male
colleagues, then do the same for all female colleagues. The difference
between these two averages, expressed as a percentage of male
colleagues’ average pay, gives us the mean gender pay gap. While the
mean hourly pay gives an overall indication of a population’s average, it can
easily be skewed by a few very large (or very small) salaries and make it less
reflective of the true pay in the middle of the group.

The median hourly pay gap represents the middle point of pay in a group of
colleagues, when everyone in the group is listed from the lowest to highest
paid. The median pay gap is calculated by comparing the median hourly
pay of male colleagues with the median hourly pay of female colleagues,
expressed as a percentage of male colleagues’ median hourly pay. Median
gives a better representation of what a typical colleague in the middle of a
group earns. As the mean and median figures provide different insights,
both figures in combination provide a good picture of the distribution of
male and female colleagues, and their pay across the organisation.
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Shown below are our mean and median hourly gender pay gap figures for
2024. As noted before, the primary reason for our mean and median
hourly pay gap is the uneven distribution of men and women across
different pay levels. The higher number of female colleagues in lower
paying roles and male colleagues in senior and higher paying positions
continues to be the main factor contributing to these gaps.

The mean hourly pay gap 37.0%

The difference in mean hourly pay between male and female colleagues.

The median hourly pay gap 33.3%

The difference in median pay between male and female colleagues.
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Mean and Median gender bonus pay gaps

The mean and median bonus pay gaps measure the differences in average
and the midpoint bonus pay between female and male colleagues at the
West Brom. These figures help highlight how bonuses are distributed and
whether there are significant differences between the bonuses received by
men and women.

The mean bonus pay gap 69.0%

The difference in mean bonus pay between male and female colleagues.

The median bonus pay gap 35.2%

The difference in median bonus pay between male and female colleagues.

In addition to their salary, all colleagues at the West Brom have the
opportunity to earn an annual performance relate pay (bonus) as a reward
for their contribution towards the collective performance of the Society.
These payments are paid as a percentage of annual salary, which means
that the amount of bonus each colleague receives depends on their salary
level. As a result, colleagues with higher salaries have the potential to earn
more. On the other hand, colleagues who are on entry level roles with
lower salaries or on part time roles with pro rata annual salaries receive
relatively smaller bonus payments. These large and small bonus amounts at
either end of the pay scale, coupled with the disparity of female and male
colleague representation across our workforce, has a significant effect
towards the mean bonus pay gap figure.

In contrast, our median bonus pay gap figure is relatively smaller as it shows
a clearer picture of the typical bonus pay received at the middle of female
and male colleague groups and is not distorted by large or small bonuses.
The fact that our median bonus pay gap is reduced by over 18 percentile
points from 53.7% in 2021 to 35.2% in 2024, shows that the current
colleague bonus scheme (first introduced in 2020-21) which awards the
same bonus percentage to all eligible colleagues, has helped to bring the
middle points of male and female populations somewhat closer to each
other, although at 35.2%, there is still progress to be made.
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Proportion of female/male colleagues receiving a bonus

78.7%

Male

Female

According to Gender Pay Gap Regulations, these statistics look at any
bonus payments made, within the 12-month period up to the ‘snapshot
date’ (5th of April of the reporting year), to all relevant female and male
colleagues working at the organisation on the snapshot date. At the West
Brom, annual bonus payments from our Performance Related Pay scheme
are made in June, based on the Society’s performance of the preceding
financial year. Due to this payment timeline, a considerable proportion of
our colleagues (19%) who were employed on 5t April 2024, had to be
classed as ‘not receiving a bonus’ within the relevant 12-month period,
simply because they were new starters who joined the Society after the
performance year of 2022-23, hence were not eligible to receive any bonus
payment in June 2023.

We also offer our colleagues the flexibility to pay their bonus pay into their
pension, which is a benefit valued by colleagues. According to Gender Pay
Gap Regulations, bonus payments paid into pension through such an
arrangement (referred to as a ‘Bonus sacrifice’), must be excluded from
bonus pay gap calculations. Therefore, the remaining portion of colleagues
who were classed as ‘not receiving a bonus’ was due to them taking up this
option to pay their full bonus pay into their pension scheme.

Female Male

Colleagues receiving a bonus 78.7% 76.8%

..due to being a new starter out of scope for

18.2% 20.9%

Colleagues not receiving | bonus payments in June 2023
a reportable bonus ...

..due to taking the ‘Bonus sacrifice’ option 3.1% 2.3%
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The ethnicity pay gap is the difference in the average hourly pay and
average bonus pay between ethnic minority and white colleagues across
the workforce of an organisation. It shows the percentage difference in
earnings, calculated by comparing average hourly pay and bonus pay of
ethnic minority and white colleagues.

Since reporting the ethnicity pay gap is not yet mandatory, there is no
specific regulatory or recommended methodology in place for its
calculations. Therefore, we use the same methodology and statistics used in
gender pay gap reporting to calculate our ethnicity pay gap figures.

Pay quartiles and their impact on our Ethnicity pay gap

A key factor contributing to our ethnicity pay gap is the imbalance of ethnic
minority and white colleagues across the workforce as demonstrated via
the pay quartiles. While mean and median hourly pay gap figures are
considerably low within each pay quartile, ethnic minority representation is
higher in the lower pay quartile and notably lower in the upper pay quartile,
where higher paying senior positions are concentrated. This resultsin a
lower overall mean and median pay figures for ethnic minority colleague
group compared to the white colleague group.

Lower quartile | Lower middle quartile

Ethnic minority White Ethnic minority White
Mean hourly pay gap 0.4% Mean hourly pay gap 2.4%
Median hourly pay gap 0.3% Median hourly pay gap 3.9%

Upper middle quartile Upper quartile

White

Ethnic minority Ethnic minority White
Mean hourly pay gap 2.9% Mean hourly pay gap 6.7%
Median hourly pay gap 2.3% ‘ Median hourly pay gap 1.8%
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Mean and Median ethnicity hourly pay gaps

The same methodologies, as explained in the Gender pay gap section, are
used to calculate the mean and median hourly pay gaps for ethnicity. The
only difference here is that we compare the pay of ethnic minority

colleagues with that of white colleagues, rather than comparing based on
gender.

The mean ethnicity pay gap 18.1%

The difference in mean hourly pay between ethnic minority and white colleagues.

The median ethnicity pay gap 15.9%

The difference in median hourly pay between ethnic minority and white colleagues.

Mean and Median ethnicity bonus pay gaps

As discussed earlier in the report, the imbalance in ethnic distribution
across the workforce causes both mean and median bonus pay figures for
each ethnicity group to vary. Therefore, achieving a more even ethnicity

split across our four different quartiles will help close the bonus pay gap
over time.

The mean bonus pay gap 28.6%

The difference in mean bonus pay between ethnic minority and white colleagues.

The median bonus pay gap 19.5%

The difference in median bonus pay between ethnic minority and white colleagues.

While our ethnicity pay gap figures are already in a strong position
compared to other organisations within the financial services industry, we
recognise there is more work to be done.
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Proportion of Ethnic minority/white colleagues receiving a bonus

73.1% 80.8%

Ethnic minority

White

As described earlier in the paper, the proportion of colleagues not receiving
a bonus is largely formed by new starters (23.4% of Ethnic minority
colleagues and 16.7% white colleagues) out of scope for receiving bonus
payments made in June 2023, while the remaining portion of colleagues
who had to be classed as not receiving a bonus payment as they opted to
pay their bonus into their pension scheme.

Ethnic
minority
Colleagues receiving PRP 731% 80.8%

White

..due to being a new starter out of scope for 23.4% 16.7%
Colleagues not receiving | PRP payment in June 2023. e i

a reportable bonus...
P ..due to taking the ‘Bonus sacrifice’ option. 3.5% 2.5%
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How we are tackling the gaps

We recognise that the overarching aim of both Gender and Ethnicity pay
gap reporting is to create an environment for a balanced and diverse
workforce across all levels of the workforce. Therefore, as part of our
renewed Equity, Inclusion and Diversity (EID) strategy, we have established
targets and actions that focus on improving gender and ethnicity
representation (among other diversity demographics) across all pay
quartiles.

As a signatory to the Women in Finance Charter, we are currently working
towards a revised target for our senior management population to achieve
40% female representation by the end of 2024. Whilst we have worked on
many initiatives to increase female representation over the last 3 years as a
signatory, it is recognised that a more targeted focus is now needed to
move towards our end goal in an ever-challenging recruitment market.

We recognise that we can make a positive contribution by working with our
wider communities to support the growth of opportunities for females to
explore subjects and careers that have perhaps been more male dominated
traditionally (e.g. technical or IT related roles). We are pro-actively working
with local schools and colleges, which represent the level of diversity in our
local communities, to encourage and support a more gender diverse
candidate base for future job opportunities. Our ongoing commitment to
provide work experience and apprenticeship opportunities will also enable
us to make a difference in this area.
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How we are tackling the gaps (continued)

The introduction of anonymised CVs and applications during the
recruitment and selection process, further helps eliminate any potential for
unconscious bias. This is re-enforced by unconscious bias training provided
for all hiring managers.

We will continue our focus on taking positive action during internal and
external recruitment at every opportunity using diversity data to help focus
our attention where it is most needed. We are also in the early stages of
introducing a bespoke programme of coaching and support, tailored
specifically for females, to support some of the known challenges that exist
with female career progression.

Use of targeted attraction campaigns which will help to create diverse
candidate pipelines for roles where a more balanced gender of ethnicity mix
is required. We are also creating an Early Careers strategy that aims to
attract young and diverse talent in line with our E,I&D agenda.

We continue to learn from our Black, African - Caribbean colleagues to
understand potential reasons that may influence their choices in terms of
applying for career progression opportunities within the Society. This work
will help identify any barriers or challenges that could be having an impact
on potential candidates (internal and external) and, if these are self-
imposed barriers, what support and development the Society can provide.

We have completed the Race at Work Charter audit with Business in the
Community (BITC) to assess how well we are performing against the 5
principles. This will then be progressed further by agreeing a detailed action
plan to improve areas where more work is required against the 5 principles.

‘Connect’, the Society’s colleague led Equity, Inclusion and Diversity group,
continues to play a key role in raising awareness and creating a platform
where colleagues across the Society can turn to and discuss any issues or
concerns they may have, with a sense of being supported and valued
regardless of their background.
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