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Introduction

At Equals Group we are committed to the fair and equal treatment of
all employees across our organisation and to fostering an inclusive

workplace where all our colleagues feel a sense of belonging. A
2024 marks the first year Equals Group meets the UK legal E
requirement for gender pay gap reporting in the UK. The results of i)
this analysis highlight that there is work to do to increase diversity (o)
across the organisation and ensure all our employees have an equal 4 A

opportunity to progress, and we are committed to delivering on this.
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To support this, we have a range of initiatives in place which aim to
impact throughout our colleagues' professional journeys, from the
initial stages of recruitment to the myriad of opportunities for growth
and advancement. We are steadfast in our commitment to identifying
and promoting talent from diverse backgrounds, ensuring that
everyone has the chance to thrive.

This report provides an overview of our gender pay gap analysis and the initiatives we have in place to accelerate our progress
in this area and have a positive impact on our gender pay gap. We remain committed to building a diverse workforce, ensuring
equity across our organisation and creating a workplace where everyone feels valued and can succeed.

Shona Kerfoot Q
Chief People Officer, Equals Group [



Understanding the Gender Pay Gap

Legislative Requirements

The Gender Pay Gap reporting requirements in the UK were first introduced in
2017 and require any organisation that has 250 or more employees in the UK to
report and publish their mean and median gender pay gap in hourly pay and
bonus on an annual basis.

The gender pay gap analysis highlights the difference between the average
earnings of men and women, expressed relative to men’s earnings. Where a
company reports a positive pay gap, this means its male employees, on average,
are paid more than its female ones. Conversely, a negative pay gap indicates its
female employees are paid more, on average, than its male ones.

Companies must also report the proportion of men and women receiving a bonus
payment and the proportion of men and women in each pay quartile.

All analysis is based on a ‘snapshot date’ of the employee population and their
pay on 5t April 2024.

The results of this analysis are shown on the next pages.

Is the Gender Pay Gap the same as an Equal Pay Gap?

No - the gender pay gap analyses the earnings of the average (mean and
median) male and female in the organisation and does not take into consideration
employee role or seniority in this analysis. This is a distinct analysis from equal
pay which is measured by comparing the pay for employees carrying out the
same or similar work, or work of equal value, considering level and job type.
Unequal pay is unlawful in the UK, and Equals Group are committed to making
sure all our people are paid equally for doing equivalent jobs across our business.




Our 2024 Gender Pay Gap Results

This analysis shows our 2024 Gender Pay Gap Results across all Equals Group employees in the UK. Our 2024 analysis shows that the

overall difference between female and male hourly pay earnings is 67.9% (mean) and 49.6% (median), and the difference between
bonus earnings is 77.8% (mean) and 75.7% (median).

Median Mean

Proportion of Male and Female Employees Receiving a Bonus  Proportion of Male and Female Employees Within Each Pay Quartile

Upper (highest paid)
Upper Middle

Lower Middle

Lower (lowest paid)

B Receivers @ Non Receivers

B Receivers @Non Receivers

B Male HFemale

Note: results are based on information as of 5t April 2024.



Equals Money Plc 2024 Gender Pay Gap Results

The UK Government requires Gender Pay Gap data to be reported by legal entity where there are more than 250 UK-based employees
within an entity. At Equals Group in the UK, our employees are split across 4 separate legal entities: Equals Money Plc, Equals Money UK
Ltd, Equals Connect and Roqgett Ltd. Equals Money Plc has more than 250 employees in the UK and therefore is required to report gender
pay data separately. Our 2024 analysis for Equals Money Plc shows that the overall difference between female and male hourly pay
earnings is 63.6% (mean) and 48.9% (median), and the difference between bonus earnings is 75.8% (mean) and 75.0% (median).

Median Mean

Proportion of Male and Female Employees Receiving a Bonus  Proportion of Male and Female Employees Within Each Pay
Quartile

Upper (highest paid)
Upper Middle

Lower Middle

Lower (lowest paid)

B Receivers @ Non Receivers B Receivers @Non Receivers B Male HFemale

Note: results are based on information as of 5t April 2024.



Why do we have a Gender Pay Gap, an

Overall, the results of our gender pay gap analysis indicate that, on
average, male employees at Equals Group earn more than female
employees. There are several factors that we believe are contributing to
these results:

1. Seniority: The gender pay gap is significantly impacted by gender
imbalances across different job levels. We have a higher proportion
of males in senior positions in our business and at the same time,
we have more females than males in less senior positions, resulting
in a gender pay gap in favour of males. Our goal is to increase the
representation of women in senior positions within the business.

Role specialisation: Within our business lines we have highly paid
specialised roles in Sales, Dealing, Technology and Engineering,
which have traditionally been male dominated. We currently have a
higher proportion of males than females sitting within these roles.
We are committed to ensuring we recruit from the most diverse
talent pools possible and to develop employees within our business
to support women to move into these positions as well.

We recognise that improvement is necessary, and work needs to be
done to improve our gender diversity at the most senior levels of our
organisation. We have a number of strategies and programmes in place
to help ensure we recruit, develop, promote and reward all employees
fairly to help achieve our diversity and inclusion goals. In doing so, we
will address the gender imbalance across different roles and levels
within our organisation which will ultimately reduce our gender pay gap.




Declaration

| confirm that the data and information presented in this report are accurate and meet the
requirements of the UK Equality Act 2010 (Gender Pay Gap Information) Regulations 2017.

Shona Kerfoot § :

Chief People Officer, Equals Group A
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