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1. Foreword
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Our people are our greatest asset; we want to attract, develop and retain the best talent. Equity,
Diversity and Inclusion (EDI) are at the heart of our business. We recognise the benefits of having
a diverse workforce and a truly inclusive culture, where everyone can reach and contribute their full

1. Foreword potential.
2 Summary of Gender Pay Gap Key Figures We know that our industry has been traditionally male dominated, with men more frequently
' occupying senior roles. This is a challenge faced by both our organisation and our peers, but one
3. Understanding the Data that we are committed to addressing through our comprehensive EDI Strategy and Action Plan.
Whilst we have seen a positive trend in terms of the number of women joining our organisation we
4. Trend Comparison know there is more to do.
D. Closing Remarks We are clear on our priorities that align with our broader EDI Goals. Gender balance is one of the

three key themes for our 2026 EDI Action Plan. The actions set out in the plan aim to achieve the
following objectives:

1. To play our part in encouraging more women into the industry.

We are committed to increasing the representation of women by raising awareness of and
facilitating diverse pathways into our industry. This includes initiatives such as our STEM
Ambassadors engaging with local schools, alongside offering T-Level placements and a broad
range of apprenticeship opportunities.

2. To ensure more women join and stay at Pell Frischmann.

We recognise the influence of our recruitment practices and the importance of fostering a
genuinely inclusive culture. We actively promote flexible and hybrid working arrangements,
understanding their critical role in supporting work—life balance. Our Women’s Network and
Gender Balance Network continue to provide valuable support and advocacy across the
organisation.

3. To see more women progress at Pell Frischmann.

While we are encouraged by the increasing representation of women across the business, we
are focused on ensuring this progress is reflected at senior levels. To support this, we have
introduced a mentoring scheme and continue to invest in initiatives that enable long-term career
development.


https://pellfrischmann.com/who/equity-diversity-and-inclusion-edi/
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Gender Pay Gap

A gender pay gap is a measure of the difference in the average pay of all men and all women in an
organisation, regardless of the roles that they do. It is not the same as an equal pay comparison,
which directly compares the pay of two or more people carrying out the same jobs, similar jobs or
work of equal value. Women and men are paid equally for equivalent work in our organisation, and
we review this regularly.
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’ MEAN 24.86%
MEDIAN 25.84%

Bonus Gap
39.05%
0.00%

2. Summary of Gender Pay Gap Key Figures

Bonus Participation

J

Gender

Distribution D)

by Pay Quartiles
(C)
(B)
(A)

M Upper Quartile F

86% 14%

Upper Middle Quartile

74% 26%
Lower Middle Quartile
66% 34%
Lower Quartile
52%

Overall Workforce
Composition
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3. Understanding the Data

Pay Quartiles

When we observe the distribution of female and male employees within the quartiles, as shown in the
We have a mean gender pay gap of 24.86% and a median gender pay gap of 25.84%, both of which bar chart below, we can see that similar to last year female employees are underrepresented across all
favour males. This gap is reflective of the fact that women are under-represented within organisations in quart.iles, most notably in the two highest pay quartiles. Encquragingly, there has been a slight year on
the industry, particularly at more senior levels. However, we are encouraged to see that our gender pay year increase in these two quartiles (+3% in the D and +1% in C).

gap is the lowest since reporting began in 2017.

Bonus Payments and Participation Gender Distribution by Pay Quartiles 2025 vs. 2024

The bonus gap at Pell Frischmann is currently favouring male employees at the mean by 39.05% and
has been eliminated at the median.

From the charts below we can see a higher proportion of male employees are receiving a bonus. M Upper Quartile F

(D)

Upper Middle Quartile

(C)

Lower Middle Quartile

(B)

Lower Quartile

No Bonus No Bonus
87% 4 94% 4 (A)
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4. Trend Comparison

When we consider comparison between this year and that of the most recent reporting cycle in 2024,
we see positive trends in the form of a narrowing gender pay gap, at both the mean and median. We
observe a similar trend for the gender bonus gap, with the median bonus gap being eliminated. We
note decreased bonus participation for both genders. We recognise that bonus pay, as defined by

the regulations, includes a wide-ranging suite of awards including amounts relating to profit-sharing,
productivity, performance, incentives and commission plans which can help drive a corresponding wide
range in individual amounts reported.

2024 2025 vs 2024

Mean Gender Pay Gap

Median Gender Pay Gap

Mean Gender Bonus Gap

Median Gender Bonus Gap

Males receiving bonus
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Females receiving bonus
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5. Closing Remarks

We are committed to driving positive change, both within Pell Frischmann and in our industry as a
whole. Our ED&I Strategy is making a positive impact following its launch in 2020, but we recognise
that there is more to do.

We have made significant progress in closing our gender pay gap since reporting began in 2017.
We have recruited more women, who now represent 31% of our workforce, and will continue our
efforts to increase this. Building on this, our focus moving forward is on achieving better gender
balance in the senior roles within our organisation.




