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CEO Introduction

| am pleased to introduce Cadogan Tate's UK Gender Pay Gap Report for 2025. We publish this
not simply because we are required to, but because our people, our clients, and our broader
community deserve an honest account of where we stand.

This year's figures show both our mean and median hourly pay gaps running in favour of women.
That is encouraging, yet it warrants honest context. Our UK workforce is 76.5% male,
concentrated in frontline operational roles that have historically attracted fewer women across
our sector. The favourable gap reflects, in large part, the proportional-representation of women
at more senior and professional levels of the business. That is a genuine positive, not the whole
picture. ’

Widening the door at the entry point of our operational workforce is where the real structural
work lies, and the detail in this report sets out where we are making progress.

Our direction has not changed. We remain focused on building a business where fairness is an
operating standard, embedded in how we hire, develop, and reward our people.

K Cole_

Ben Clark
CEO



What is the Gender Pay Gap?

It is a measure of the difference in the average pay between men and
women irrespective of their role. Any organisation that has more than 250 employees must publish and report figures about its Gender
Pay Gap. The data analysed in this report is from April 2025.

The Gender Pay Gap is not the same as equal pay.

PAY

This is your basic salary as well
as regular allowances, pay for
leave, bonuses and commission.
It does not include overtime,
redundancy or termination of
employment, payment in lieu of
annual leave or the value of
benefits that are not in the

form of money.

BONUS

Is any additional pay above your
basic salary. This relates to extra
remuneration based on
productivity, performance,
incentives and commission. Bonus
pay does not include overtime,
redundancy or termination of
employment, payment in lieu of
annual leave, or any form of

compensation which is not money.
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MEDIAN HOURLY RATES MEAN HOURLY RATES

Are calculated by identifying the
middle male and middle female
colleague and comparing the

difference in pay.

To find the median bonus rate,
we have followed the same
process but listed only those

employees who have received

Bonus.

Show the difference in the
average hourly rate of pay
between a male and
female employee. This is
directly affected by the
percentage of male and
female employees in the
business and their
different roles.

The mean bonus rate is
calculated using the same
process taking an average
of those colleagues who

received a bonus.

PAY QUARTILES

Show a snapshot of men
and women across four pay
bands. Quartiles are
calculated by listing the
rates of pay for all
colleagues from lowest to
highest before splitting
these into four equal-sized
groups and calculating the
percentage of men and

women in each.



KEY FINDINGS: GENDER PAY GAP SUMMARY

(Cadogan Tate Head Office & Treasury Services Limited: Data from April 2025)
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Bonus Pay

Mean Gender Pay Gap for Bonus Pay:

Women: £1,339.80 Men: £1,059.00

Median Gender Pay Gap for Bonus Pay:

Women: £1,668.10 Men: £896.38

Percentage of employees receiving a bonus:

Women: 75.4% Men: 79.20%

-15.72%

-26.00%

-86.09%




Our Gender Pay Gap Explained

Our analysis of the data for April 2025 indicates that both the mean and median hourly pay gaps at
Cadogan Tate are in favour of women, at -7.82% and -15.72% respectively.

At the snapshot date, April 2025, Cadogan Tate employed 277 colleagues, of whom 212 were men and 65
were women. This means that 76.5% of our workforce was male and 23.5% was female. As in previous years,
it is important to consider the composition of our workforce when interpreting our gender pay gap figures. A
significant proportion of our employees work in frontline operational roles, including technicians, drivers and
team leaders, and these roles continue to be predominantly held by men.

Our pay quartile data reflects this workforce profile. Men account for 91.8% of employees in the lower pay
quartile, while women account for 36.07% of employees in the upper pay quartile, compared with 8.2% in
the lower quartile. This indicates that women are proportionally more represented in roles above the lower
end of the pay range, while men remain more heavily represented in junior and lower-paid operational roles.

Understanding the Hourly Pay Gap Figures

The mean hourly pay gap shows that, on average, women earn 7.82% more than men, while the median
hourly pay gap shows that women earn 15.72% more than men. These figures reflect the distribution of men
and women across different roles and pay levels across the organisation rather than unequal pay for equal
work.
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Our Gender Pay Gap Explained

Understanding the Bonus Pay Figures

Bonus payments during the reporting period were awarded based on company and individual
performance criteria and were paid to employees who met the relevant eligibility requirements.

For April 2025, the mean bonus gap is -26.00% and the median bonus gap is -86.09%, both in favour
of women. A key factor affecting this year’s bonus results is that no bonuses were payable to the
senior management team during the reporting period. As the senior management team was primarily
composed of male employees, the absence of those higher-value payments has had a significant impact
on the reported bonus gap compared with the previous year.

The proportion of employees receiving a bonus was 75.4% for women and 79.2% for men. While a
gender pay gap continues to be reported, our 2025 figures reflect the composition of our workforce,
the distribution of employees across different roles and levels, and the bonus arrangements applying
during the reporting period.

We remain committed to ensuring fair pay, equal opportunity and access to career progression for all
employees.
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CONCLUDING STATEMENT /DECLARATION

At Cadogan Tate, we believe that fairness, inclusion and opportunity must be supported through sustained action, not treated as

a one-off initiative. We are committed to embedding these principles in the decisions we make about hiring, development, reward
and progression across the organisation.

While the figures in this report provide a valuable snapshot, they do not tell the whole story. Our gender pay gap results are

influenced by workforce composition, role distribution and the specific bonus arrangements that applied during the reporting
period.

Our focus remains on building a culture in which all employees, regardless of gender, have fair access to opportunity, recognition
and career development. We will continue to review our practices, strengthen our talent pipeline and support inclusive
progression across all areas of the business.

We are clear about the direction we are taking and remain committed to transparency, accountability and creating a workplace
where fairness is not simply an aspiration, but an expected part of how we operate every day.

DECLARATION

This reportrelates to employes of Cadogan Tate Head Office & Treasury Services Limited, at all levels including our senior leadership team. The
reportis based on our Gender Pay Gap data from April 2025.

As HR Director (UK), | can confirm that the information contained in this report is accurate.
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Rowena Thomas
HR Director (UK)
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