Employer statement February 2026

Publishing of Gender Pay Gap

At McCullough Robertson, our dedication to gender equality stands as a cornerstone of our strategic priorities and core
values. Gender equality is a critical factor for fostering a diverse and inclusive workplace and we prioritise creating a culture
where equality flourishes. This commitment is reflected in our everyday operations and aligns closely with our purpose
Unlocking Success. Together.

What is our organisational wide gender pay gap?

The organisational wide gender pay gap is the difference in average earnings between men and women, expressed as a
percentage of men'’s average earnings.

This year our results have been set out across our employing entities and again has compared all the roles employed
under each entity across all offices, business units and levels and provided us with a median and average result. Those
results are set out below.

As you know when we have reported internally on our gender pay gap we have compared like-for-like across similar
roles, and we had seen strong improvement in these results over previous years. We will continue to conduct our analysis
on a like-for-like basis across similar roles as we believe this provides us with the greatest insight into the true extent of
any gender pay gap. It helps the firm to identify any disparities in pay that may be due to factors such as gender bias or
unequal opportunities rather than differences in job responsibilities, performance or qualifications.

Acknowledging the presence of a gender pay gap within our firm is a crucial step towards addressing the disparities it
creates. Transparency about the factors contributing to this gap enables us to design informed strategies to bridge it,

fostering an environment that values equality and inclusivity. We continue to implement targeted strategies aimed at

promoting gender equality at all levels.

How do we compare?

Our organisation is committed to gender equality and transparency in pay practices. The latest WGEA results show that for
our legal teams, the average gender pay gap of 5.4% and the median is 6.2%, both better than the industry average. For
our business services and support teams, the results are an average gap of 7.5% and a median of 2.1%.

Over the past three years, we have made significant progress in narrowing the gap, particularly in management and
professional roles. We continue to implement targeted strategies, including leadership development, setting key strategic
targets, twice-yearly remuneration reviews, and enhanced family friendly and parental leave policies. We welcome feedback
and remain committed to continuous improvement in gender equality.



What are we doing to narrow our gender pay gap?
Closing the gender pay gap remains a key priority for the firm as published on our strategic plan.

Our approach is multifaceted, focusing not only on policies but also on fostering a cultural shift
within our organisation.

We have learnt the value of setting targets that are visible to everyone, create accountability and
force deliberate planning and action. We are pleased to have achieved our current published
target of 35% Women in Leaders in 2026, our 100" year and as part of our upcoming strategic
review we are looking forward to setting our next horizon.

To support this we will continue to take action and a sample of those tangible steps include:

p Leadership development programs including Senior Leaders, Emerging Leaders, Business
Leaders and Partner Masterclasses which promote gender diversity in leadership roles
through mentorship, leadership behaviours and sponsorship.

p Recruitment and promotion policies where we continuously evaluate our practices to ensure
Fairness, inclusivity and the elimination of systematic racism.

P Gender pay gap reviews and adjustments, completed twice yearly, which identify and rectify
any gender-based pay disparities, using Mercer as our third party benchmark, and reporting
to our Joint Managing Partners and Executive.

P Access to Flexible Working for everyone with the aim for a consistent employee and Partner
experience across all areas of the firm, including an improved experience for our parents and
support for those with caring responsibilities.

P As part of our ongoing accreditation as a Family Inclusive Workplace we have continued to
work through the action plan for continuous improvement across flexible work, leadership,
parental leave, family care and family wellbeing with Partner Masterclasses delivered in 2024
regarding Working flexibly with more education in 2025 regarding management across the
generations. We are also currently working through a flexible work audit and testing revised
team based protocols to assist teams manage flexibility for everyone. This work is linked to
the results of our 2025 Engagement Survey providing us with insights and areas that require
action.

P We continue to support our Partners and Staff during parental leave as well as leading up to
this period and upon their return with various levels of support both inside the workplace
and at home. Continuous promotion of the firm’s mentoring program, including information
about available mentors

P Our Success Academy Learning Program delivering training and awareness programs focused
on raising awareness about unconscious bias and fostering inclusivity.

P Utilising our most recent engagement survey results and our Ideas Portal to gather feedback
from staff. By creating multiple channels employees can voice their opinions, this fosters a
culture of openness, collaboration, and continuous improvement within the firm.

P Our various employee led diversity and inclusion committees and wellbeing initiatives as well
as our newly established Diversity Council with leaders from all levels of the business coming
together to ensure sustained progress.

By intertwining our gender pay gap analysis with these targeted actions, we continue to build a
strong foundation for sustainable progress towards a more equitable, diverse, and inclusive
future for everyone at McCullough Robertson.

For more information about the various actions outlined above please visit our HR Hub Page or
reach out to a member of the HR team.





