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* The pay gap measures the difference in average
pay of men and women, regardless of job roles

* The pay gap is not an indicator of equal pay, but
shows the difference between average pay levels
of all women compared to all men, regardless of
role or responsibility

e Equal pay states that men and women must get
equal pay for doing work that is the same, similar,
equivalent or of equal value

* The median is the man or woman who is in the
middle of a list of hourly pay ordered from highest
to lowest paid. The median figures above are the
difference between the hourly pay of the median
full-pay man and the hourly pay of the median
full-pay woman
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QOur latest gender pay gap results show meaningful progress and real signs that our strategy and actions are
starting to make an impact.

This year, our mean pay gap fell by 2.2% and our median gap also reduced, showing steady movement in the
right direction. The biggest shift is in our bonus gap; our mean bonus gap dropped by almost 10% with the median
gap improving by nearly 6%. We're also seeing more women progressing into higher-paid roles. Representation
increased across the upper quartiles, including a rise from 7.3% to 8.8% in the upper quartile and from 16.6% to
17.9% in the upper middle quartile - indicating that pathways into senior and technical roles are strengthening.

Over the last year, our Better Together employee networks have continued to be active, with our Women @
Tilbury Douglas network increasing its intranet presence, and producing a quarterly newsletter. We continue to
proactively review the gender and ethnicity pay gaps of people doing the same role on a quarterly basis to
ensure that pay and terms and conditions for equivalent roles are equally applied. This also ensures promotions
and new starters’ terms and conditions are in line with our extensive internal and external benchmarking.

Our determination to promote a fair and inclusive environment is supported by numerous internal metrics,

such as a 15% increase in females identified in our succession planning. Also in 2025, we saw an increase in the
percentage of female apprentices (39% vs 24% in 2024) and female paid placements (52% vs 36% in 2024). We
are confident that our strategy to ‘grow our own' will also reduce our pay gaps in the medium to long term future.

In addition, we're delighted to have received external recognition of our efforts. This includes reaccreditation of
our silver status for Investors in Diversity (liD), being named as number 26 in liD’s list of top 100 employers. We also
achieved platinum status in The 5% club, and received the UK National Employer Earn and Learn ‘Breadth and
Balance Award'. This recognises our sustained dedication to developing talent and advancing social mobility.

There is more work ahead, but these results show clear progress and give us confidence that the
steps we're taking are driving real, positive change. We will keep that momentum going as we
focus on career development, progression and fair reward for everyone.

Craig Tatton
Chief Executive Officer




