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OUR 2025 GENDER PAY GAP REPORT




The gender pay gap shows the difference in the average hourly* rate of pay between women and menin a
company. A gap may exist because different jobs pay different rates of pay and the number of women
and men in those jobs varies. A gender pay gap is not unlawful. Gender pay is different to equal pay, which
is where women and men are paid differently for doing the same or similar job.
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At Digital Space, we're committed to building a diverse and inclusive workplace
where our people can thrive. We recognise the value that different backgrounds,
perspectives and experiences bring, and we know this diversity strengthens how we

How is the gender pay gap calculated?
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pay is the mean gender pay gap.
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*The legislation requires us to calculate a team member’s hourly pay.

innovate, collaborate and deliver for our customers and partners.

By attracting, recruiting and developing talent from a wide range of communities,
regardless of gender, we broaden our insight into customer needs and create the
conditions for greater creativity and problem solving.

We are continually working to create an environment that reflects and supports
people of all genders, ensuring everyone has an equal opportunity to succeed. We
welcome the transparency provided by Gender Pay Gap reporting, which plays an
important role in helping us track progress and drive meaningful action.

The data overleaf shows:

Our median and mean gender pay gap (based on hourly rates of pay at a
snapshot date of 5 April 2025) and bonus and commission pay gap (based on
bonuses paid over a 12-month period ending 5 April 2025)

The gender distribution across 4 equally divided quartiles

The proportion receiving bonus or commission pay (based on bonuses paid over a
12-month period ending 5 April 2025).

We recognise that there is more work to do to narrow our Gender Pay Gap, and we
remain committed to creating a fair, equitable workplace for all colleagues. As is
common across the IT and telecommunications sector, our gender profile,
particularly the higher number of men in senior and STEM focused roles, contributes
to the gap.

However, we have seen an increase in the number of women stepping into Head of
Department roles compared with previous years. These are positive steps, and we
will continue to build on them as part of our broader inclusion strategy.
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In 2025, the Mean Gender Pay Gap decreased slightly
compared with 2024, continuing the improvement
|n 2025, our oo and our observed since 2023.
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Whilst we are aware that there is still more work to do with
closing our GPG a review of our figures reveals that
progress is being made when this issue is looked at

: J holistically and initiatives will continue in the medium and
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We expect the actions we're taking to have a growing
impact over the next 12-24 months including the hiring of a
Fractional Chief People Officer joining our Leadership
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Foundation-building

«  Maintained existing policies supporting equality (parental leave, flexible working).
.+ Continued monitoring core gender metrics (recruitment, turnover, promotions).

+ Ensured compliance with statutory pay reporting.

+ Kept gender pay on the leadership agenda through quarterly or annual updates.

Process hygiene

+  Conducted annual pay review and applied consistent pay governance.

+ Reviewed starting salaries to ensure alignment with internal ranges.

+ Embedded structured recruitment processes, reducing informal decision-making.
+ Completed regular policy reviews and updated language for inclusivity.

Listening & insights

* Analysed workforce data to identify representation and pay trends.

+ Used exit interview responses to understand barriers for women.

+ Shared findings with leadership to inform future focus areas.

Supporting culture and flexible working

«  Maintained flexible/hybrid working arrangements that support parents and carers.

+  Supported colleagues returning from parental leave via manager check-ins or phased return

options.
+ Enabled informal peer mentoring and coaching within teams.

A year focused on understanding the drivers of our gender pay gap and setting the foundations for targeted action from next year onwards



WHAT WE'LL FOCUS ON

Strengthen the processes.

+ Standardise starting salary guidance

« Tighten pay review governance

*  Make sure returners from parental leave don’t get missed in pay reviews.
+ Light-touch review of job descriptions for inclusive language.

Improve data insights

+  Asimple quarterly dashboard: new hires, leavers, promotions, gender split.
- Identify two “hotspots” where representation drops (e.g., sales, engineering, managers).
«  Track promotion parity

Deliver small, high-impact initiatives

+  Women'’s development circles

*  Avery simple mentoring programme for mid-level women.

+ Aline manager guide on supporting flexible workers and returners.
+  One listening session with women per quarter

Equipping our managers

«  Bias minimisation training delivered in ‘Effective Interviewing Skills’
+  Flexible working guidance delivered in ‘Managing Hybrid Teams'.

A consolidation year focused on improving consistency in our core people processes and building the insight needed for long-term change 5




Our values l>

Stq nd to ether We actively collaborate with our colleagues,
g customers and partners to deliver as ONE team.

. We take pride i dth
Passionate quality of our work, and we fise o

challenges with proactive solutions.

| declare that our data has been calculated

according to the requirements of the Equality outcome and continuously learning.

Act 2010 (Gender Pay Gap Information)
Regulations 2017.
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— 1 We place our internal and external
C UStomer fl rSt Cusfomers, and their priorities, at the

heart of everything we do.

£ T Rebshaw

Emma Robshaw

Fractional Chief People Officer

Excel Ie nce We provide the best customer and
colleague experience, delivered in

a timely and focused manner. 6
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