At edyn we believe in enc) TIQ Gender
Pay Report aims to htghltght uny dtffe\ices in

0$ average pay bétWe
® 240
inthe ) A k‘{(t\%
worlkforce Ly "R
% " e .
o‘p 4
®°men g A
E [81.69% . |7931% | 56.96% . 58.75% ‘
p3 !
¢
4

=

. 43.04%

»
l}}pef);f.__diﬂnﬂ";ﬂﬁ,
iAtddleQ ~— Quartile |

WE= ’

41.25%

We have seen an increase in the female ratios ln}t eu g r middle quartile:
This is reflective of the focus on succession plann on ‘ ﬁd pay reV\eWS\ since
last year. s

Mean Gender

pay gap in hourly
15.40%
32.94%

Median gender pay
gap in hourly pay




65% of bonus
payments were
paid to women. The
median bonus pay
us pay gap has improved

rop
-
3 year on year.
,30/ - Mean o L

gender

pay gap in v
bonus pay
2220%  Median

gender
pay gap in
bonus pay:

o £
% 22.20% P,
4 il -

wZge /U 35 )

P ' »
evant
es with

Summary Statement
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Already in 2019 we saw the promotion of our HR Busi Director, we appointed
afemale Operations Director and our female General ned the Monogement Committee,
which is testament to our commitment to not only invest in females but place them in roles where they
have influence in the decision making of the company at the most senior ranks. We have also
continued to roll out our talent benchmarking and succession planning programme to middle
management which has again helped drive our longer-term female succession pipeline.

Naturally we are always seeking further opportunities to improve our Gender Pay Gap and have held
further ‘Gender Pay Forums’ to engage our colleagues in this important topic and field ideas on how we
can improve from across the business. These are reflected in our Gender Pay Action Plan which the
board are in approval of.

| can confirm that | believe the data captured, as provided through our HR and Payroll software, XCD
HR, is correct and accurate.

Stephen McCall, CEO






