Gender Pay Gap Report




Executive summary

66—

At SMD, we are committed to creating a
workplace where everyone has equal
opportunity to develop and succeed.
Publishing our Gender Pay Gap Report is
an important part of our commitment to
transparency and accountability.

Our figures reflect the distribution of men and
WOMen across our organisation, particularly in
senior and specialist roles. While our industry
has historically been male-dominated, we
recognise that representation is an important
factor in addressing gender pay disparities.
We are committed to taking meaningful action
to support progression, attract diverse talent

and build a more inclusive workforce over time."

Under the Equality Act 2010 (Gender Pay Gap
Information) Regulations 2017, SMD is legally
required to publish, on an annual basis, specified
information relating to their gender pay gap.
The following information has been calculated
in accordance with the Regulations and is

legally compliant.

Mike Jones
Chairman




The gender pay gap

258

Employees

83.7%

Male employees

@ Male @O Female




The gender pay gap

Mean gender pay gap

Based on the mean (average) hourly
rate of pay for male and female
employees in the relevant pay period,
our mean gender pay gapis 27.6%
(rounded to one decimal place).

Median gender pay gap

Based on the median (middle) hourly
rate of pay for male and female
employees in the relevant pay period,
our median gender pay gap is 26.8%
(rounded to one decimal place)

(SMD)

In comparable roles throughout the business, at every level, men and
women receive equal pay. Our industry has historically had low
female representation, which influences our workforce composition
today. However, improving representation is an important priority for
us.

In terms of structure, we find that due to high number of males in our
business, men are more likely to be in higher-paying roles, while
women are more concentrated in lower-paying roles (when looking
at the quartile information below, the highest % of our female
employees are within the lower quartile). While this context is
important, it does not lessen our responsibility to improve.



The gender bonus gap (SMD)

Mean gender bonus gap The mean gap in terms of bonus is a large figure, whereas this is

reduced when we review the median. Nevertheless, there is still a

Based on the mean (average) bonus large gap. Bonus payout in 2025 was paid to 90% of employees and

pay for male and female employees in was comparable at all levels between male and females (see
the relevant pay period, our mean statistics on payout in next section).

gender bonus gap is 7/0.5% (rounded

to one decimal place).
We can see from the quartile information that most of the female
employees sit in the lower quartile. As bonus payments are

calculated as a percentage of salary, employees in lower salary
Based on the median (middle) bonus quartiles will receive lower bonus amounts. In addition, the bonus

pay for male and female employees gap is influenced by the distribution of employees across senior
leadership roles which attract the largest bonus opportunities, and

Median gender bonus gap

| riod, our
in the relevant pay perioc f)U these roles are all currently held by men. This increases the average
median gender bonus gap is 28.2% bonus received by male employees overall.

(rounded to one decimal place)




Bonus pay

The proportions of male and female
employees who received bonus pay during
the relevant pay period are as follows
(percentages are rounded to one decimal
place)

We offered a company wide bonus scheme

for which all staff that contributed to 2024
performance were eligible.

89.35%

Male employees

97.62%

Female employees




Salary pay quartiles (SMD)

The following table separates our entire workforce into four equal quartiles based on the salaries that are paid to these employees.
These quartiles are then further broken down into the number and proportion, expressed as a percentage, of male and female employees
in each quartile.

@ Vae @ Female
Lower Lower middle Upper middle Upper 100
80
No. % No. % No. % No. %
60
Male 45 69.2 59 90.8 54 831 58 921 40
20
Female 20 30.8 6 9.2 11 16.9 5 7.9

Lower Lower middle Upper middle Upper



Action plan to address gender pay disparity (SMD)

We are committed to reducing, and
subsequently closing, any identified
gender pay disparity.

This commitment, however, is made in
line with our understanding that a period
of time and exploration of a number of
different actions may be needed in order
to achieve this aim.

The action plan, on the following page,
will form part of the organisation’s
commitment to equality and diversity,
and will be implemented in line with
internal policies that are relevant to this
commitment.




Action plan to address gender pay disparity

(SMD)

Contributing o
_ _ Responsibility
factor/reason Employmentarea Proposed action Target outcome Timescale
_ . allocated to:
identified
_ _ o e Inclusion of female employees
e Continue to assess talent in our organisation, .y ,
_ _ _ within SMD talent plans (targetis to
fully embracing fairness and equity. .
_ o begin with at least 25% of those
e Development of a mechanism providing a _ _
Lack of female _ _ _ considered as high talent are _
_ Learning & direct escalation route for gender-related Directors
employees in _ female) 2026/27
_ Development workplace issues. _ _ HR
upper quartiles _ _ o Informed discussions on gender
e Review placement of promotion decisions. _ L _ _
_ o L disparity in our industry with the
e Review shortlisting criteria. _
_ _ o senior team.
e Review selection criteria.
e Develop outreach programmes which enable
SMD to reach more females (work _
_ _ Directors
Lack of female _ experience, apprentices, graduate schemes, _ _ _ _
o Recruitment _ _ Anincrease in female interest in HR
employees within internships etc.) o 2026 _
_ and outreach _ _ _ joining SMD Recruitment
the industry e Ensure recruitment practices and selection
managers

methods support equality (e.g training on
unconscious biases, blind CV reviews etc.)



Confirmatory statement (SMD)

| confirm that the information set out in this gender pay gap report is accurate and calculated in accordance with the Regulations.
Name: Kenny Liu

Job title: Chief Executive Officer

Date of statement: April 2026

Signed:

%/\\ZL/

Contact
Please direct any queries relating to this gender pay gap report to Julie Nicholson, HR Manager by contacting
Julie.nicholson@smd.co.uk
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