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FCMS Gender Pay Gap Report for 2025

What is the Gender Pay Gap?

In the UK, public, private, and voluntary sector organisations with 250 or more employees must report on their gender pay gaps annually. The reports show the difference between the average earnings of men and women, expressed relative to men's earnings.
If an organisation reports a gender pay gap, it does not mean women are paid less than men for doing the same job. Several factors can impact the percentage gap. Employers must report six different measures, based on a snapshot of pay data on a set date set out by the Government Equalities Office:

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

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

· median bonus gap – the difference between the median bonus pay paid to male relevant employees and that paid to female relevant employees

· mean bonus gap – the difference between the mean bonus pay paid to male relevant employees and that paid to female relevant employees

· bonus proportions – the proportions of male and female relevant employees who were paid bonus pay during the relevant period

· quartile pay bands – the proportions of male and female full-pay relevant employees in the lower, lower-middle, upper-middle and upper quartile pay bands.


Quartile Pay Bands

The snapshot date for FCMS is 5 April 2025. We used our existing HR and payroll records. 
At this date FCMS employs 708 employees. 
551 are women and 157 are men. The percentage of female employees to male employees is 77.82% female to 22.18% males. This is relatively unchanged in number since the previous year.
The pay bands displayed here shows number of employees female in blue and males in green.






Quartile Pay Bands

The outcome represents equality of roles to both men and women throughout the bands.  
The middle and upper middle quartile, as last year, has most of all males represented. 
The upper quartile shows a consistent return with 18% of males and representing 82% of females 
In this organisation, in the quartile pay bands
Upper hourly pay quartile (highest paid) 82% women and 18% men
Upper Middle hourly pay quartile 76% women and 24% men
Lower middle hourly pay quartile 73.5% women and 26.5% men 
Lower hourly pay quarter quartile 80% women and 20% men
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Median Pay

In this organisation:

· A median involves listing all of the pay rate numbers in numerical order. If there is an odd number of results, the median is the middle number. If there is an even number of results, the median will be the mean of the 2 central numbers.
· The median for women was £16.55 and for men was £16.43.
· women earned £1.01 for every £1 that men earned (comparing median hourly pay) a change on the previous year of 1% as it was £1.02

	




Mean Pay

· Mean averages are useful because they place the same value on every number they use, giving a good overall indication of the gender pay gap.
· A mean involves adding up all the numbers and dividing the result by how many numbers were in the list.
· The mean gender pay gap figure uses hourly pay of all employees to calculate the difference between the mean hourly pay of men, and the mean hourly pay of women.

In this organisation:


· women’s mean (average) hourly pay this year, was 3.50% higher than men’s, compared to 5.5% in the previous year
· This year between the 2024 and current report, we had a restructure that saw a number of higher paid females leaving the organisation which will have had an impact on the mean figure but also the median will have supported the male figure with a slight increase on last year
· The mean gap shows £19.62 to men and £20.37 to women 


How do we compare

Based on the organisations that had uploaded their data to the government portal, the headlines are that the median gender pay gap was 8.3% in 2025. FCMS reports a median gender pay gap of -0.73% in 2025. 
Females continue to be more heavily represented in the lower pay quarters, 56.7% of employees in the lowest pay quarter are female, compared with just 41% in the highest pay quarter.



To conclude

Overall, men and women are both offered job roles at an equal basic hourly rate. We advertise a rate for the role and not the gender. We have equal opportunities for men and women across the services. There is a higher number of women in leadership roles than men, which reiterates that males are not offered more advantageous roles to women, and the pay is for the role and not the person.
The Median and Mean Gender Pay Gap’s are in favour of female employees, both with minus percentages (-0.73% and -3.50%). 
The industry in which FCMS operates attracts more female than male employees statistically across the UK. 
FCMS does not offer work bonus’ to either male or female employees, so no Bonus Pay Gap has been calculated.
We confirm that this data has been calculated according to the requirements of the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017.
Signed 
Sarah Hart
Director of People & Wellbeing 
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This Report is published on the FCMS website: www.fcms-nw.co.uk
Reported by Sarah Hart – Director of People & Wellbeing for FCMS 
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For more information on how we collect, use and store your data, please visit our privacy policy
which can be found here: https://www.fcms-nw.co.uk/




