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GENDER PAY GAP

In April 2017, the UK government infroduced a new Gender Pay Gap reporting requirement for employers with
250 or more relevant employees. Employers are required to publish gender pay gap information by April 2024,
based on data from April 2023. Four Seasons Hotel London at Ten Trinity Square identifies all genders, including

biological sex, sex-based social structures and gender identity, for this report, gender is characterized by
female and male, in line with the UK. Equality Act 2010.

The Gender Pay Gap is different to Equal Pay

The GenderPay Gap measures the difference in hourly pay between
men and women, howev er EQualPay measures what women and
men are paid for doing the same work or similar work of equal v alue.

As aresult, where there are fewer women in senior positions, this will
result in a gender pay gap evenwhere those women are being paid
more than their male equiv alents.

N

This report has been prepared in line with the Equality Act 2010
(Gender Pay Gap Information) Regulations 2017 and Equality
Act 2010 (Specific Duties and Public Authorities) Regulations
2017.
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HOW IS THE GENDER PAY GAP CALCULATED?

The difference between
the mean hourly pay
rates of men and women

The Gender
Pay Gap is

measureg

using:

The difference between
the median hourly pay
rates of men and women.
The median is the middle
value when all the values
are ranged from highest
to lowest

The difference between
the mean bonus paid to
men and women

The Gender

Bonus Gap

is measured
using:
The difference between
the median bonus paid
to men and women
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GENDER PAY GAP AND GENDER BONUS GAP

Women's
hourly rate
lower by
Mean19%
and Median
3.7%.
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GENDER BONUS Gap

32.90%

26.20%

GAP %

MEAN Bonus Amount Gap
MEDIAN Bonus Amount Gap

The proportion of male employees
receiving a bonus is 32.3%

The proportion of female
employeesreceiving a bonus is
30.5%

A slightly higher proportion of
male, over female, employees are
awarded bonuses. The median
bonus pay received by men is
higher overall than thatreceived
by women, although the mean
bonus pay is marginally higher for
men

The Gender Pay Gap is a reflection of the distribution of males and females at every level of the organisation, and we continue to
work hard to ensure females are well represented at all levels. The mean (average) is divided equally by the number of men/women
at the hotel. The median is the middle value.

Four Seasons Hotel Hompshire pays the same pay for men and women in the same position.

Our Gender Bonus Gap is impacted by the proportion of women in roles that are eligible to bonus payments, which are
commissions, incentives, and other paymentsrelated to individual, group, or company performance. This Gender Bonus Gap is
measured solely on those employeeswho were both eligible for a bonus payment and who received one. It therefore excludes
individuals who may not qualify fora bonus or have a basic higher wage because they do not receive a bonus.
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GENDER PAY QUARTILES

Proportion of Males and Females
in Each Quartile Pay Band FEMALE

Lower Quartile 46.3% 53.7%
22.00%
Lower Middle Quartile 40.3% 59.7% 26.00%
27 .80% 23.30%
Upper Middle Quartile 55.9% 44 1%
21.00%
Upper e -

LOWER @Male @ Female LOWER = | OWER MIDDLE
B | OWER MIDDLE UPPER MIDDLE  UPPER

MALE

28.60%

The charts above show the distribution of gender representation across the different pay quartiles in our workforce based on hourly
pay rate.

The top quartile of our business comprises more men than women. In order for there to be little or no gender pay gap, there would
need to be the same ratio of men to women in each quartile band. The gap in the organisation is the Upper Middle Quartile, in

which we have a higher ratio of male workers than female workers. These positions are predominately Hotel Maintenance and
Culinary positioning.
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OBSERVATIONS FROM THE GENDER PAY [INFORMATION

Data for April 2023 is summarised in this report. Four
Seasons Hotel Hompshire pays equal pay formen and
women and equal pay by position within the hotel. In
2023 we incorporated a Rooms Service charge that is
paid directly to our Hotel employees.

We continue to strive to develop our workforce with
opportunities for growth with internal, external and
apprenticeship learnings.
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CLOSING THE GAP

We are committed to hiring and dev eloping
women in our businesses’ management and
executiv e positions. Many of the senior roles at
Four Seasons Hotel Haompshire are held by women
and we remain committed to the continued

dev elopment of female talent across the business
at all levelsin order to ensure that we narrow
gender pay gaps and bonus pay gaps in future
years.

Ourfocusis to continue to grow a diverse and
inclusiv e culture at Four Seasons Hotel Hampshire
in order to help us understand wherewe can
make more changesto attract, grow and retain
more div erse talent, in particular, recruiting a
higher proportion of women into senior roles.
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CLOSING THE GAP

This datais av ailable on the governmentwebsite:
https.//www.gov .uk/report-gender-pay-gap-data.

These published metrics hav e been valdated by the
Regional Director of People and Culture, Four Seasons

Hotel Haompshire.

Reviewing an
analytical job

evaluation
Listening to our ‘ system .

employees
through our
Employee
Engagement
Surveys

&

Benchmarking
salaries,
benefits and
bonuses within
our
competitive set

v

Reviewing the
qualification
and
experience
requirements

We wiill continue to
assess benchmarks
and gender pay gaps.
Our long-term measures
to achieve these goals and
ultimately close our
gender pay gap include,
but are not limited to:

A commitment

for new recruits . to ensuring ’

equal gender
representation
in the final
selection pool
for senior roles

Reviewing the
pay and
grading
structure

 }

Reviewing
performance-
related pay
systems

q

Training line
managers in
non-
discriminatory
recruitment
practices
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