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Overview
The gender pay gap calculations are based on employees employed on 5 April 2025.

Workforce Structure

Total employees: 787
Female employees: 557 (71%)
Male employees: 230 (29%)

The firm therefore has a predominantly female workforce, which is common within the legal sector where support roles and many junior legal roles
have higher female representation.

Senior Representation

Total partners: 56
Female partners: 31 (55%)
Male partners: 25 (45%)

This indicates strong female representation at partner level, which is positive compared with many law firms where men remain the majority of
partners.
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Mean gender pay gap

2025-26: 21.1%

2024-25: 20.4%

The mean pay gap increased slightly by 0.7%.

Male employees earn 21.1% more on average per hour than female employees.

The mean measure is influenced by higher earners within the workforce, such as partners and senior lawyers.

The increase suggests that higher paid roles remain more concentrated among males, or that the highest earning positions have increased in
value.

Median gender pay gap

2025-26: 19.0%

2024-25: 15.8%

The median pay gap has increased by 3.2%

The median compares the middle male employee and middle female employee in the pay distribution.

The increase suggests that the typical male employee is earning relatively more compared with the typical female employee than in the
previous year, indicating a widening gap in the middle of the pay distribution.
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Mean bonus gap

2025-26: 48.0%

2024-25: 53.8%

The mean bonus gap improved by 5.8%

While men still receive higher bonuses on average, the gap has reduced compared with the previous year, indicating some improvement in bonus
distribution.

Median bonus gap

2025-26: 52.4%

2024-25: 32.2%

The median bonus gap has increased significantly.

This indicates that the typical male bonus is now considerably higher than the typical female bonus, suggesting that higher-value bonuses are more
concentrated among male employees.

This is often associated with senior fee-earning roles or leadership positions where performance-related bonuses are higher.

Receiving Bonuses

Female: 87.4%

Male: 79.6%

A large proportion of both male and female employees receive bonuses.

Women are slightly more likely to receive a bonus, but the average value of bonuses remains higher for men.
This reflects the distribution of larger performance bonuses among senior roles.
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Upper Quartile (highest paid employees)

In the 2025-26 reporting year, the upper quartile consists of 44% male employees and 56% female employees. In the previous year (2024-25), this
quartile consisted of 45% male employees and 55% female employees.

This shows that women remain well represented in the highest paid quartile, and the gender distribution in this group has remained broadly consistent
compared with the previous year.

Upper Middle Quartile

In the 2025-26 reporting year, the upper middle quartile consists of 30% male employees and 70% female employees. In 2024-25, this quartile
consisted of 26% male employees and 74% female employees.

Women continue to represent the majority of employees in this quartile, although there has been a slight increase in the proportion of men compared
with the previous year.

Lower Middle Quartile

In the 2025-26 reporting year, the lower middle quartile consists of 33% male employees and 67% female employees, which is the same distribution as
the previous reporting year.
This indicates that the gender balance in this pay band has remained stable year-on-year.

Lower Quartile (lowest paid employees)

In the 2025-26 reporting year, the lower quartile consists of 16% male employees and 84% female employees. In the previous year, this quartile
consisted of 22% male employees and 78% female employees.

Women therefore remain strongly represented in the lowest paid quartile, which is likely influenced by the higher proportion of women working in
support roles within the firm.
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Key Drivers of the Gender Pay Gap

Based on the workforce data and pay distribution, the main factors contributing to the gender pay gap are likely to include:

*  Workforce structure

Women represent 71% of the workforce.

Women are strongly represented in support roles, which typically have lower pay ranges.

* Senior role remuneration

While female partner representation is strong, higher earning senior roles and bonuses may still be concentrated among men.

*  Bonus distribution

The average bonus value for men is higher, indicating that higher-value bonuses are more common in roles with greater male representation.

Positive Findings

There are several positive finds in the data:

* Female majority at partner level (55%), which is positive for gender representation.

* Improvement in the mean bonus gap compared with the previous year.

*  Women are well represented in the upper pay quartile, suggesting good representation in senior positions.
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Considerations

It should be noted that the gender pay gap reporting regulations require certain payments and employee groups to be excluded from the calculations. In
particular, salary sacrifice arrangements cannot be included in the hourly pay calculations. Express Solicitors operates a number of salary sacrifice
schemes, including pension salary sacrifice, electric vehicle, childcare, cycle to work, charitable giving and other benefit schemes. Participation in these
schemes varies across the workforce and, as these deductions reduce an employee’s contractual pay for the purposes of gender pay gap reporting, their
exclusion will have an impact on the reported figures.

In addition, the regulations require the exclusion of employees who were not receiving their full pay during the relevant pay period, such as those on
certain types of leave or reduced pay, including sickness absence, parental leave or unpaid leave. As a result, some employees are excluded from the
hourly pay calculations in line with the statutory reporting requirements.

It should also be recognised that the firm offers flexible and part-time working arrangements which are widely utilised across the workforce. While
these arrangements support work—life balance and career progression, employees working reduced hours may have different earnings profiles,

particularly where bonuses or commission are linked to billable hours or productivity. This can influence the overall gender pay gap figures reported.

Areas for Continued Focus

Express Solicitors recognises the importance of continuing to monitor and address gender pay disparities.
Areas of focus include:

* Supporting career progression into senior fee-earning roles

* Reviewing bonus structures to ensure fairness and transparency

* Continuing to support flexible working and career development opportunities

*  Monitoring workforce structure across different role levels

| confirm the data reported in this document is accurate and conforms to the Equality Act 2010 - Gender Pay Gap.
Kate Ellis — Senior HR Manager
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