Statement

We are confident that our reward strategies and outcomes are aligned with our objective of reducing the Gender
Pay Gap, and with our commitment to equal pay. We use the guidance provided by the Gender Pay Gap Service to
continue to drive improvement.

We have a large engineering workforce which is predominantly male, reflecting the candidate base in the market.
We have partnered with Women In Engineering as part of a refreshed recruitment approach designed to accelerate
a gender balance shift in our engineering team.

The Mean Pay Gap calculation uses total pay in a single reference month each year. We operate a number of variable
pay schemes where reward is linked to prior month performance, and there can be a very different mix of women
and men receiving bonuses in the relevant month each year. The shift in mix positively or adversely impacts this
particular calculation.
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We'll take care of it.




Quartile Ranges

The below charts illustrate the proportion of Male and Female employees according to quartile.
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Pay & Bonus Gap

Mean Median
Hourly Pay 1 2% 19%

in favour of men in favour of men
Bonus Pay* 7% 2 O%

in favour of men in favour of men
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