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Our Commitment to Pay Equity

At CLS we are committed to fostering a fair, inclusive, and respectful workplace where
everyone has the opportunity to succeed, regardless of gender. We believe that
equality, transparency, and respect are fundamental to a strong and sustainable
organisation.

Fair pay and equal access to career development are central to our approach. We
recognise that a diverse and inclusive workforce strengthens our organisation, drives
innovation, and supports better outcomes for our people and our business.

We are committed to ensuring that recruitment, progression, and reward decisions are
based on role requirements, performance, skills, and experience. To support this, we
continuously review our pay practices, monitor outcomes, and take action where
opportunities for improvement are identified.

Achieving and maintaining gender pay equity is an ongoing process. Our objective is
to ensure that CLS remains a workplace where all employees are supported to
develop, progress, and be recognised fairly for their contribution.
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Our Gender Pay Gap Results

All Employees

Mean gender pay gap is
3.0% in favour of men
Mean Gender Pay Gap

Full Time Employees

Mean gender pay gap is
5.6% in favour of men
Mean Gender Pay Gap

Part Time Employees

Mean gender pay gap is
0% with no difference
Mean Gender Pay Gap

Temporary Employees

Mean gender pay gap is
0% with no difference
Mean Gender Pay Gap

Median gender pay gap is
1.2% in favour of men
Median Gender Pay Gap

Median gender pay gap is
1.2% in favour of men
Median Gender Pay Gap

Median gender pay gap is
0% with no difference
Median Gender Pay Gap

Median gender pay gap is
0% with no difference
Median Gender Pay Gap
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Our Gender Pay Gap Results

Bonus Gender Pay Gap

Mean bonus pay gap is Median bonus pay gap is

95.7% in favour of women 0% with no difference
Mean Bonus Pay Gap Text Median Bonus Pay Gap Text

Proportion Receiving Bonuses

Female
Male

0% 20% 40% 60% 80% 100%

Gender oFemalc oMale  Pay Distribution at CLS

Q1 (Highest) 56.14% 43.86%

Q2 64.71% 35.29%
Q3 61.67% 38.33%

Q4 (Lowest) 65.63% 34.38%

0% 20% 40% 60% 80% 100%

The pay quartiles shown above are based on the hourly pay of all employees
employed on the snapshot date. Employees are divided into four equal
groups, from the lowest to the highest earners, to show the proportion of men
and women in each pay band.
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Understanding Our Results

The organisation’s gender pay gap analysis shows a small overall pay gap in favour of
men, with limited variation between the mean and median figures, indicating a
relatively even distribution of pay across the workforce.

For all employees, the mean gender pay gap is 3% in favour of men, while the median
gender pay gap is 1.2% in favour of men. The relatively small difference between the
mean and median suggests that pay is broadly consistent across genders.

When examining full-time employees only, the mean gender pay gap is 5.6% in favour
of men, with a median gap of 1.2% in favour of men. This indicates that the overall
gender pay gap is primarily driven by the full-time workforce. The higher mean
compared to the median suggests that a small number of higher-paid roles are more
likely to be occupied by men, rather than widespread pay differences across
comparable roles.

For part-time and temporary employees, the organisation reports a mean and median
gender pay gap of 0%, indicating no difference in pay between men and women in
these categories.

In relation to bonuses, the organisation reports a mean bonus gender pay gap of
95.7% in favour of women, while the median bonus gender pay gap is 0%. This
significant difference between the mean and median indicates that the mean figure is
heavily influenced by a small number of higher-value bonus payments made to
women during the reporting period. The median result of 0% shows that, for most
employees receiving a bonus, there is no difference between men and women. This
outcome reflects the distribution of bonus awards rather than differences in bonus
policy or eligibility based on gender.

Overall, the gender pay gap figures highlight that any observed gaps are driven
primarily by workforce composition and role distribution, particularly within full-time
roles, rather than unequal pay for equal work. The organisation remains committed to
fair and transparent pay practices and continues to monitor workforce representation,
progression, and reward outcomes to support ongoing gender pay equity.
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Our Actions to Address the Gender Pay Gap

CLS is committed to maintaining fair, transparent, and equitable pay practices across
all roles. While the gender pay gap identified in this report is relatively small, we
recognise the importance of continuous review and improvement.

To support ongoing gender pay equity, the organisation will focus on the following
actions:

Monitoring pay and progression

We will continue to review gender pay gap data annually and monitor pay,
progression, and promotion outcomes to ensure that any emerging trends are
identified and addressed in a timely manner.

Role and grade distribution analysis

Given that the pay gap is primarily influenced by the distribution of full-time roles, we
will continue to assess representation across grades and functions, with a particular
focus on access to higher-paid and senior roles.

Fair and consistent reward practices

We will maintain transparent salary and bonus frameworks to ensure that reward
decisions are based on role requirements, performance, and experience, and are
applied consistently across genders.

Flexible working and career progression

We will continue to support flexible working arrangements and career development
opportunities that enable employees of all genders to balance work and personal
responsibilities without limiting progression or earnings potential.

Recruitment and development initiatives

We will continue to promote inclusive recruitment practices and development
opportunities aimed at supporting a diverse talent pipeline and balanced gender
representation at all levels of the organisation.

The organisation remains committed to fostering an inclusive workplace where
employees are rewarded fairly and equitably, and where opportunities for progression
and development are accessible to all.
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Looking Ahead: Our 2026 Goal

Over the next reporting year, the organisation’s goal is to continue to reduce the
overall gender pay gap, with a particular focus on narrowing the mean gender pay gap
within the full-time workforce. This will be supported through continued monitoring of
role distribution, progression opportunities, and pay outcomes, alongside targeted
actions (if required) to support balanced gender

representation across all levels of the organisation.

The organisation will review progress as part of its next annual gender pay gap
analysis and will report transparently on outcomes and any further actions identified.
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