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The airport for everyone, whatever your journey

I'm delighted to have joined London Gatwick to lead the airport through the next stage of
its growth journey. As a member of the global VINCI Airports network, our ambition is
clear; to build a more inclusive and sustainable future and be an airport that reflects the
diversity of the communities we serve and the people who power our success.

Creating an environment where everyone feels welcome—whether you're a
passenger, a partner, or a colleague—is not just a vision, it’s a responsibility.

Diversity of thought, background, and experience is what drives innovation and resilience Pierre-Hugues Schmit
in our business. That’s why I'm committed to fostering a culture where every individual Chief Executive
feels respected, valued, and empowered. London Gatwick

This commitment goes beyond compliance or reporting, it's about meaningful action.
Joining London Gatwick, it’s great to see the progress we’ve made in reducing our Gender
and Ethnicity pay gaps and | know the teams have worked hard on this, together with our
four Business Resource Groups (BRGS) who continue to play a vital role in bringing lived
experience and insight to everything we do.

For the fourth consecutive year, and my first as CEO of London Gatwick, we are proud to
publish both our gender and ethnicity pay gap reports. While we are encouraged by the
continual progress we’ve made, we also recognise there is more to do and that our pay
gaps are driven by underrepresentation in senior roles.

Addressing this imbalance is a key priority. That’s why we are taking steps to improve C
representation at all levels of leadership.
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Introduction

As interim HR Director for London Gatwick, I’'m pleased to
introduce this year’s pay gap report, a vital reflection of
our commitment to fairness, transparency and continuous
improvement. This report outlines where we currently
stand, and the steady progress we’ve made in reducing
both our gender and ethnicity pay gaps.

While we still have gaps to close, the team has focused on
improving representation of under-represented groups. In
2025, our median gender pay gap improved by 1.1
percentage points, and our median ethnicity pay gap
improved by 3.4 percentage points—clear signs that our
action plans are delivering impact.

Simon Baker
HR Director (Interim)

Representation continues to be a key factor, particularly in
the more senior leadership roles which attract greater pay
and bonus opportunities. That's why our focus remains
on attracting diverse talent and supporting career
progression. \We've seen encouraging shifts in representation
across the organisation, with more women and ethnically
diverse colleagues moving into higher-paying roles. These
changes are the result of targeted development programmes
(such as our Empowering Women course), inclusive
recruitment practices, the support of our Business Resource
Groups and the commitment of our teams across the airport.

We've also maintained our focus on our inclusive pay
governance approach, that clearly sets out our approach to
pay, our annual review cycle which compares all roles to
current market rates and enables us to address any areas
that do not meet our pay criteria. We're also continuing to
conduct equal pay reviews where we audit the pay of all
colleagues.

This report reinforces our commitment to being the airport
for everyone, sharing the progress we’ve made and where we
continue to focus our efforts.
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How we’re progressing
against our 2030 ambitions
for representation

Last year, we set ourselves ambitions around
representation of women and minority ethnic individuals
at leadership and management levels. Progress against
these is regularly reviewed and together with insights
from our recruitment trends, we are able to bring
increased focus and energy to improving representation.
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How we measure the pay gap

The pay gap is the difference in the average hourly wage of all men and women or all white and all people from an ethnic minority
background across a workforce. Different jobs pay differently, the number of women and men doing each job varies, and a gender
pay gap exists. The same applies for ethnicity. This is distinct from equal pay, which is the difference in pay between people doing

the same or similar jobs.

Quartiles

To report pay differences, colleagues are
divided into four equal-sized groups, called
quartiles, based on their pay - from the
lowest to the highest. We then publish the
proportion of each demographic within
these quartiles.

Mean pay gap

The mean pay gap is calculated by adding up
the total pay of London Gatwick colleagues and
dividing it by that number of colleagues.
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How we measure the pay gap

Median pay gap

The median gender pay gap is calculated by
lining up all of London Gatwick’s colleagues’
pay and finding the mid-point for both
categories (e.g. men and women). The
difference between those two mid-points is
the median gender pay gap.

The overall median gap uses the entire data set
for each category, whereas the median gap for
each quartile is the mid-point within the
quartile population.

The Median

Lowest Highest Lowest Highest
hourly pay hourly pay hourly pay hourly pay

]— MEDIAN HOURLY PAY GAP 4I

The Mean

0.0.0.: -1

== of female — average
employees pay

THE DIFFERENCE =
MEAN HOURLY PAY GAP

9 e e+'l'?25|€'= :'::rz’:e
+0+0 - i - (= cC

LONDON
GATWICK

7




Gender gap

On the snapshot date of 5 April 2025

Hourly pay gap
This year our pay gap has remained relatively stable,
with slight improvements to the median pay gap. we
achieved a 1.1 percentage point improvement in our LONDON
gender pay gap. This positive shift is supported by GATWICK
changes in the gender representation across pay P 4~
quartiles. -7 M INTERNATIONAL
728 /NOMEN IN
ENGINEERING
DAY
Median pay gap Mean pay gap 2
10.5« | 15.9. -
LONDBON
3 GATIWIEK
Improved by 1.1% points Increased by 0.5% points
from 2024 (11.6%) from 2024 (15.4%)




Gender gap

On the snapshot date of 5 April 2025

Pay Quartiles

Notably, the proportion of women in the lower
quartile increased from 481% to 50.9%,
achieving gender parity at this level. In the upper
middle quartile, female representation also rose
from 30.7% to 31.8%, indicating progress in
advancing women into more senior roles. While
there was a slight decrease in the lower
middle and upper quartiles, the overall distribution
suggests a gradual rebalancing of gender
representation across the pay structure.
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Gender gap

On the snapshot date of 5 April 2025

Bonus pay gap

This year our median gender bonus gap showed an
improvement. This shift is primarily influenced by the
distribution of bonus payments among colleagues in the
upper pay quartile, where women  currently
represent 22.5% of the population.

As bonus awards are typically more prevalent and
substantial in senior roles, the current gender composition
in this quartile has had a significant impact on the overall
mean bonus gap. While we continue to make progress in
developing and advancing women across the organisation,
this data highlights the importance of gender
representation at senior levels.

Bonus Eligibility

99.4% (male)

99.2% (female)

Median bonus pay gap

21.1.

v Improved by 6.3% points
from 2024 (27.4%)

Mean bonus pay gap

[ 4.4

‘ Increased by 1.4% points
from 2024 (73%)

G

2y
LONDON
GATWICK

10




Calculating our ethnicity pay gap

In calculating our ethnicity pay gap we used the same approach as our gender pay gap, with this forming our base data set. Of
those full-pay relevant colleagues, 87% of our colleagues have declared their ethnicity with us, meaning these calculations do
not represent the full picture within London Gatwick. We also recognise that while we continue to improve our declaration rate,
the ethnicity pay gap outcomes are likely to fluctuate as we understand more about the diversity of our workforce.

In order to calculate the pay gap, we split people into three categories across each of the quartiles:

Ethnically Diverse White (British, Irish, Other) Unknown

The mean gap is the calculation of the difference in average pay or bonus of a person in one group (Ethnically diverse) versus the
average pay/bonus of a person in a comparator (White - British/Irish/Other White) group, regardless of the role held.

The median gap is the calculation of a person’s pay or bonus gap - based on the exact midpoint between the lowest and ~
highest-paid person - in one group versus the equivalent person in the comparator group. \-
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Ethnicity gap

On the snapshot date of 5 April 2025

Hourly pay gap

In 2025, we have seen a notable improvement in
the median ethnicity pay gap, which has narrowed
by 3.3 percentage points compared to 2024.
The mean ethnicity pay gap has slightly increased
by 0.2 percentage points.

Median pay gap Mean pay gap

3 . 5 % 8 . 5 %
Improved by 3.3% points Increased by 0.2% points
from 2024 (6.8%) from 2024 (8.3%)




Ethnicity gap

On the snapshot date of 5 April 2025

Pay Quartiles

Representation across pay quartiles also shows
encouraging trends. Ethnically diverse representation has
increased in three out of four quartiles:

* Upper quartile: Increased from 9.2% in 2024 to
9.4% in 2025

 Upper middle quartile: Increased from 8.8% to
10.4%

* Lower middle quartile: Increased from 13.8% to
15.9%

These gains suggest that more ethnically diverse
colleagues are progressing/and or being recruited into
higher-paying roles. However, the lower quartile saw a
slight decrease in ethnically diverse representation,
from 16.7% to 16.4%.

Lower Middle
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Ethnicity gap

On the snapshot date of 5 April 2025

Bonus pay gap

In 2025, we observed a 1 percentage point improvement in
the median ethnicity bonus pay gap, reducing from 13.2% in
2024 to 12.2. This reflects a positive step toward greater equity
in bonus distribution across the organisation.

However, the mean ethnicity bonus pay gap shifted
significantly, from 56.6% in 2024 to -87.5% in 2025. This
change is largely influenced by the distribution of long-term
incentive payments, which can have a substantial impact on
average figures when awarded to a small number of individuals
in senior roles.

While the median figure provides a more representative view of
the typical employee experience, we recognise the importance of
understanding and addressing the factors that influence both
median and mean outcomes.

Bonus Eligibility

99.5% (White - British/Irish/Other)

Median bonus pay gap Mean bonus pay gap

12.2. -87.5.

v Improved by 1.0% points v Decreased by 143.7%
from 2024 (13.2%) points from 2024 (56.6%)
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Our Business Resource
Groups

We have four Business Resource Groups (BRGs) who
provide insight and support our inclusion action plan

Equal Plane

Equal Plane was our first network and was set up by
colleagues who were driven to tackle gender bias at
London Gatwick. Their aim is to make our airport a more
attractive place for women to work - a place they can have
a career, not just a job. They have seven workstreams/
initiatives focused on: gender obstacles, flexible working,
shaping HR policies, menopause awareness, financial
independence, supporting career development and return
to work post maternity. In addition to supporting the
development of our menopause policy, they also run a
monthly menopause support group, Pause for Menopause,
to share experiences and peer support.




Our Business Resource
Groups

Able2

Able2’s aim is to promote an environment in which those
with disabilities and long-term health conditions can be
supported with dignity and respect, feel at home, and
thrive at London Gatwick. Their main focus areas are
men’s mental health, and wider awareness for
neurodiversity and accessibility.




Our Business Resource
Groups

Gatwick Pride

Gatwick Pride is a network of colleagues who are
passionate about promoting LGBTQ+ matters. The group
is underpinned by a shared commitment to the values of
inclusivity, harnessing the power of diversity in all its
forms and the treatment of everyone with fairness and
respect. The aim is to represent and advocate for LGBTQ+
colleagues and the areas of interest important to us at
London Gatwick, as well as supporting the wider business
with its diversity aims. Key priorities for Gatwick Pride
are: promoting inclusivity through business governance,
making London Gatwick a better place to work,
supporting the education of our colleagues and
supporting passengers in the community.




Our Business Resource
Groups

REACH (Race Ethnicity and Cultural Heritage)

REACH (Race Ethnicity and Cultural Heritage) promotes and
supports Black, Asian and Minority Ethnic individuals across
the business to make those uncomfortable conversations,
comfortable. Our colleague network is an inclusive group,
passionate about promoting matters of Race, Ethnicity, and
Cultural Heritage (REACH). The group is underpinned by a
shared commitment to values of positive representation,
informed engagement and the treatment of all individuals and
groups with dignity and respect. The group purpose is to
advocate and provide a collective and influential voice for Black,
Asian and Minority Ethnic colleagues and support the wider
business with their diversity aims.




Reflecting on our progress

Over the last twelve months we’ve continued deliver against our action plan:

We were recognised as being one of the 2024/2025 Inclusive Top 50 UK Employers, coming in
at 40 in our first year submitting.

In 2024 (April 6 2024 to April 5 2025) we recruited 300 colleagues, with 42.7% of those

INCLUSIVE
women, and 21.3% from an ethnic minority workforce '

W 2024/2025 > LONDON
We've improved our average disclosure rate by 1.2 percentile points to 70.2% (May 2025) for 40m wostinciusv: (A

ethnicity, sexual orientation, religion and disability.

......................... Jinclusivetopso

elactusiveTopse

Following our pilot Empowering Women programme in 2024, 35% of attendees have now had
a career progression step.

We share our representation insights quarterly at internal governance meetings, as well our
internal pages to improve visibility of how we are progressing.

We've conducted regular reviews of our hiring data, to understand the conversation of
applications to interview to hire and identified that our biggest area of focus is the lack of
diversity of applications for operational, IT and engineering related roles.

Sarah Porcelli
: Head of Talent
% Experience
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We continue to work with our external partners to improve our inclusion plans and =
benchmark our progress.

We remain committed to ensuring that we are the airport for everyone, and that our colleagues
feel seen, valued and respected. \
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GATWICK AIRPORT LIMITED
7th Floor Destinations Place
Gatwick Airport West Sussex RH6 ONP

www.gatwickairport.com

Published February 2026
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http://www.gatwickairport.com/
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