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We've made progress on many fronts this year. Our business and solutions now require more collaboration -
and an inclusive culture is key to maximising the power and quality of that collaboration across regions,
sectors and product groups.

Our focus this year has been on building awareness and capability amongst our most senior leaders so that
they can take the necessary action to build that inclusive culture in their teams.

Our reported numbers show some improvement from last year, and globally we have seen a small increase
in the proportion of senior women in the workforce.

While it is good to see improvement, we know that relatively small changes in our workforce profile can have
an impact on these numbers.
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Our mean hourly pay gap for UK excluding plc
has improved from 17.9% to 15.7%. This has
been helped by a change in our bonus plan
design and a slight shift in our female

. We have increased the percentage of women
workforce profile.

in each pay quartile. The smallest increase
is in the lowest quartile, reflecting an
increased proportion of more highly paid
women in our workforce.

Senior Management - global

Men Woman

82% 18%

Our median hourly pay gap for UK excluding

Women'’s bonus is E
plc has also improved from 22.4% to 21.0%. E

Proportion of men and women by pay quartile - UK excluding plc

L U
ql_l?;/: fi{e moiovl\gjre msﬁj; ano r?ile
quartile quartile
Men Men Men Men
60% 77.7% 78.8% 80.8%
Women Women Women Women

4£0% 23.3% 21.2% 19.2%

Actions taken:

Our investment in HR technology this year adds to our ability to Engaged our global senior leadership team in an inclusion
understand all sections of our workforce better and direct our awareness session at our leadership conference.
investment and focus where it can have the most impact.

Delivered an inclusion workshop to our Value Difference team.
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