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Introduction.

We have been monitoring our gender pay gap since the government introduced the measure in 2017 and actively strive to improve it. This report shows
Brown&Co has both a gender pay and gender bonus gap, but this is largely because we employ more female staff in support/administration roles which are the
lower end of our salary scales. This metric does not reflect our equal pay analysis and statistics within staff tiers through the Firm.

The Partnership are committed to improving gender equality throughout our Firm and the HR team have introduced several measures to do this. Gender pay
gap reporting provides us with an additional tool to monitor our employee data, which aids us to address any disparity and helps deliver our commitment to
gender equality.

The government’s initiative on the gender pay should not be confused with equal pay. Men and women have been entitled to equal pay for equal work since
1970, when the Equal Pay Act was introduced, but since The Equality Act in 2010 the provisions have been widened to cover an equality of terms. By law, 'equal
work' counts as either:

o 'like work' - work where the job and skills are the same or similar

e 'workrated as equivalent' - work rated as equivalent, usually using a fair job evaluation. This could be because the level of skill, responsibility and effort
needed to do the work are equivalent

e 'work of equal value' - work that is not similar but is of equal value. This could be because the level of skill, training, responsibility or demands of the
working conditions are of equal value. Broadly this means a person must not get paid less compared to someone of a different sex for doing the same or
equivalent work for the same employer and this includes all forms of remuneration and applies to other contractual terms, such as leave entitlements
and benefits.

Diversity is essential for businesses today. We recognise the importance of this to our current staff, potential recruits, and clients alike. Improving our gender
pay gap is the cornerstone to diversity, leading to greater employee engagement, which leads to higher levels of collaboration, productivity, improved retention
meaning lower recruitment costs, attracting talent, enhanced company reputation both internally and externally.

v / N
Charles Whitaker - Managing Partner

_ Lisa Whelan - HR Director
For and on behalf of Brown & Co - Property and Business Consultants LLP

For and on behalf of Brown & Co - Property and Business Consultants LLP
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The gender pay gap reporting explained.

The UK government requires all employers with 250 or more employees to annually report their gender pay gap. Private firms, such as Brown&Co, must use a
snapshot date of 5 April. We must report and publish our gender pay gap information by 4 April of the following year and include a written statement and keep
on the website for three years.

This report snapshot was taken on 5 April 2025, data used for full and relevant employ pay is from April 2024-March 2025 and the report will be published by
March 2026.

The government describes gender pay as ‘the difference between the average (mean or median) earnings of men and women across a workforce’. All salaries
are calculated using hourly pay and only employees who fit into the government’s criteria of ‘relevant’ employees are taken into account (for B&Co’s figures this
excluded Partners and any agency/temporary worker).

There are 6 elements which must be reported on:

= percentage of men and women in each hourly pay quarter » percentage of men and women receiving bonus pay
= mean (average) gender pay gap using hourly pay * mean (average) gender pay gap using bonus pay
= median gender pay gap using hourly pay * median gender pay gap using bonus pay

The gender pay gap reporting should not be confused with equal pay. Men and women have been entitled to equal pay for equal work since 1970 when the
Equal Pay Act was introduced. In The Equality Act 2010 further provisions were introduced to widen the cover of ‘equality of terms’. Broadly this means a person
must not get paid less compared to someone of a different sex for doing the same or equivalent work for the same employer, including all forms of contractual
terms, remuneration, bonus, entitlements, and benefits. We pay equal pay, but we have a gender pay gap because we do not have an equal number of men and
women in each quartile.

! Taken from https://www.gov.uk/government/collections/gender-pay-gap-reporting [Accessed 20 May 2026]
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Glossary of terms.

The mean (average) gender pay gap figure uses the hourly pay of all full-pay employees to calculate the difference between the
mean (average) hourly pay of men, and the mean (average) hourly pay of women. A mean (average) involves adding up all the
numbers and dividing the result by how many numbers were in the list%. The pay figure calculated includes pay, car allowance,
bonus, and commission of full pay relevant employees.

Mean pay gap

The mean (average) gender bonus gap figure uses the bonus, and commission amounts to calculate the difference between the
Mean bonus gap mean (average) bonus pay of men, and the mean (average) bonus pay of women. The bonus used to calculate includes bonus and
commission payments of relevant employees.

The median gender pay gap figure is the difference between the hourly pay of the median full-pay relevant man and the hourly pay
of the median full-pay relevant woman. The median for each is the person who is in the middle of a list of hourly pay ordered from
Median pay gap lowest to highest paid. A median involves listing all the numbers in numerical order. If there is an odd number of results, the
median is the middle number. If there is an even number of results, the median will be the mean of the two central numbers3. The
pay figure calculated includes pay, car allowance, bonus, and commission of full pay relevant employees

The median gender bonus gap figure is the difference between the bonus pay of the median full-pay relevant man and the bonus
Median bonus gap pay of the median full-pay relevant woman. The median for each is the person who is in the middle of a list of hourly pay ordered
from highest to lowest paid. The bonus used to calculate includes bonus and commission payments of relevant employees

Relevant employee This refers to everyone on our payroll.

Full pay relevant Everyone who received their full, standard pay in pay period (April 2025). This means not those on maternity leave or those receiving
employees Statutory Maternity Pay. Not those receiving sick pay or statutory sickness pay.

This includes basic salary, car allowance, childcare vouchers, holiday buyback, salary sacrifice pension and travel allowance. It doesn’t

Ordinary pa . . . . . . o
ypay include mileage or mobile phone reimbursements or deductions at source, e.g. normal pension contributions.

2 Wording from https://www.gov.uk/guidance/making-your-gender-pay-gap-calculations [Accessed 20 May 2026]
3 Wording from https://www.gov.uk/guidance/making-your-gender-pay-gap-calculations [Accessed 20 May 2026]
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Our results: percentage of men and women in each hourly pay quarter.

The hourly pay for both men and women arranged from the lowest to the highest, divided into four equal quartiles (divided as evenly as possible) and then the
proportion of men and women is calculated for each quartile.

Upper Quartile Upper Middle Quartile Lower Middle Quartile Lower Quartile
69.12% - male 48.53% - male 26.47% - male 20.59% - male
30.88% - female 51.47% - female 73.53% - female 79.41% - female
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Our results: mean and median gender pay gap using hourly pay.

Our results show that, using these government calculations, there is a gender pay gap in favour of our male employees; however, this was likely to be the case
given the high percentage of men in our upper quartiles, as show on the previous page, compared with the higher percentage of women in our lower quartile.

The calculations, whilst accurate, do not provide a true reflection of our policy on pay and bonus and our commitment to equal pay within this context.

Our mean hourly pay gap Our median hourly pay gap

27.79% 33.78%

Of the employees that qualify under the ‘relevant pay’ criteria, as of 5 April 2025, 160 or 59% of employees are female and 112 or 41% are male.

As a professional services firm, the lower paid roles that fall in our lowest pay quartile, are administrative and are predominantly applied for and therefore
secured by women. This seems unlikely to change significantly over the next few years meaning our figures will therefore reflect that the average pay for women
at Brown&Co is less than the average pay for men. Over the past 6 years, a significant remodel of our flexible working practices and culture driven by our Human
Resources team has been undertaken to ensure that our senior professional roles are more available and attractive to female staff, with the objective of
retaining and attracting more female staff to senior roles.
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Our results: percentage of men and women receiving bonus pay.

At Brown&Co fee-earning staff earn bonuses based on the fee income or profit they bring to the Firm, in addition to this, on occasion we also pay out a
discretionary bonus to all staff to reward them for their hard work and loyalty.

As a professional services firm our fee-earning staff who earn bonuses make up most of the middle and upper quartile of employees. The lower quartile staff are
non-fee earning in administration, apprenticeship and trainee roles which are lower earning roles without a regular bonus payment. As reported earlier, we have
more men employed in the mid and upper quartile roles than we have females, so it was inevitable that our bonus pay gap was going to be sizeable.

Percentage of women who received a bonus Percentage of men who received a bonus

74.71% 81.74%

Of the employees that qualify under the ‘full pay relevant’ criteria, as of 5 April 2025, 160 or 59% of employees are female and 112 or 41% are male.
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Our results: the mean and median gender pay gap using bonus pay.

The mean bonus gap is calculated as the gap between the average male bonus payment and the average female bonus payment.

The median bonus gap is the midpoint difference, so sorting the male bonus payments from lowest to highest and finding the midpoint, then sorting the bonus
payments paid to females, from lowest to highest and finding that midpoint and then working out the percentage difference. In our case, the midpoint male
bonus returned a figure, but the midpoint female was £0.00 (due to us employing more females than males, and due to most females being in non-bonus
receiving roles), so the gap is 100%.

A percentage result above zero indicates a gap in favour of men, a percentage result below zero, a minus result, indicates a gap in favour of women.

Of the employees that qualify under the ‘full pay relevant’ criteria, as of 5 April 2025, 160 or 59% of employees are female and 112 or 41% are male.

Our mean bonus pay gap Our median bonus pay gap

71.63% 55.83%
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Explaining the results.

A gender gap in pay or bonus emerges when there are more women than men in lower paying roles. A gender pay or bonus gap does not mean that employees

are paid differently.

The good news is that the gender pay gap has been decreasing slowly over time; the ONS report ‘over the last decade it has fallen by more than a quarter among
full-time employees, and in April 2025, it stood at 6.9%, down from 7.1% in April 2024. And furthermore;

Men in full-time employment earned more than women in full-time employment in all major occupation groups in April 2025.
The gender pay gap is larger for employees aged 40 years and over than for those aged under 40 years.
The gender pay gap is larger among high-paid employees than among lower-paid employees, and women employees’ share in high-paying occupations

decreases with age.
The gender pay gap among full-time employees was higher in every English region than it was in Wales, Scotland, or Northern Ireland, in April 2025.”

4 https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/genderpaygapintheuk/2025 [Accessed 9 June 2026]
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What we are doing to improve our results

We have started to implement measures to improve these results and will continue to prove our commitment to closing the gender pay gap. A few of our most
recent improvements have been:

Bonus payments

Our bonus gap highlighted that we have to a design a bonus structure that considers the many non-fee earning staff (and therefore, traditionally the non-bonus
earning staff) to communicate the value all employees, regardless of role, to the Firm. To address the matter, we paid an all-staff bonus of £1,000 in the financial
year 2024/25.

Hybrid working policy

Our flexible working offerings were strong, with staff enjoying arrangements such as part time, term time, compressed hours, job sharing etc.; however, we did
not offer hybrid working (a mixture of in office and remote working) before the pandemic. The pandemic has significantly hastened our hybrid working policy,
an unexpected beneficial outcome for our Firm. We have found we can still work productively and collaboratively, as well as continuing to provide exceptional
service to our clients whilst working remotely from time to time, and this in turn has meant a positive impact on our flexible working culture and ensure staff are
able to maintain a good work and homelife balance.

Family leave policy improvements

In 2023 we have relaunched our enhanced pay family leave policies, with hope of ensuring many more of our staff return to work from a period of family leave
feeling ready to do so and on terms that suit them. Since then we have added Carer’s Leave and Emergency dependents leave, as paid benefits with the number
of permissible days leave over the statutory requirement.

Holiday allowance
With effect from January 2022, we increased the annual leave allowance for all staff, in addition to our popular holiday buy-back scheme.
Promotions gap analysis

This April, 53% of promotions awarded were to females and we will continue to monitor our promotion gap.
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Our measurable objectives.

One change which will take longer to address in the macro environment is how to encourage more females into the professional and rural advisory services
industry and how to ensure they remain in this career. This would go some way to ensure more women reach Partnership level, or higher management roles or
have a seat at ‘the table’. The steps we have committed to take, in the next 12 months, to reduce our gender pay and bonus gaps are:

Ensure proportional promotions

Our graduate cohort is currently made up of 47% males and 53% female, but female representation reduces towards the higher end of our internal structure. In
November 2025 we launched a 12-month pilot of a sponsorship scheme, pairing females at senior associate level with Partners.

Take the bias out of recruiting

There are several ways we are addressing this, from how we design the job, the language we use in advertising, labelling a role as flexible, and anonymising CVs.
With the long-term aim of increase the diversity of employees at all levels, not just gender.

Invest in line managers
Provide unconscious bias training to improve attitude and approach towards HR policies, such as flexible working and family leave enhancements.
Collect and apply a gender lens to a wider range of metrics

We believe a quantitative, data led approach, underpinned by qualitative results, metrics, and targets which we communicate to the Firm and embed in our
culture will, in time, provide us with improved results, by looking at these through a gender lens we hope to improve a wide range of aspects, including our
gender pay and bonus gap.

Firmwide EDI training
Our initiatives are focussed on all areas of EDI, not just gender, and have included EDI training for all staff and Partners.
Employee surveys, including a gender specific survey

Specifically, to focus on gender we employed an outside consultancy to run some employees’ surveys. The response rate was over 80% and the respondents
were split 49% male, 51% females. We are working through the results, understanding the data, and working out where we can make practicable improvements
as a result of what our staff are telling us.
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