


TIMELESS BRITISH ELEGANCE
FOR SMART, BUSY WOMEN

Hobbs is a British premium womenswear fashion brand based in

London, led by a predominantly female senior leadership team.

We are proud of our inclusive culture where everyone is valued
and supported to reach their full potential irrespective of

age, gender or ethnicity. We have confidence that our internal
processes and pay policies are robust and fair but recognise
we can and should do more to champion diversity at all levels

of our business and encourage future leaders.

Gender Identity

As an employer aspiring to be fully inclusive, we recognise

that some of our colleagues might self-identify as non-binary
or agender. Whilst Gender Pay Gap regulations require us to
identify our employees as men or women, we fully support
our colleagues who choose not to be identified in that way.

We continue to capture the relevant data in line with our

Inclusion and Diversity Strategy and will report on it in our

future statements.

GENDER PAY
GAP EXPLAINED

What is the gender pay gap?
A gender pay gap is the difference between average pay of a
male employee and that of a female employee, averaged across

the whole organisation, regardless of the nature of their work.
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Pay quartiles : 3 " G - & Proportion of Employees Receiving Bonus
Quartiles are where an organisation is split into four equally sized T i The results show a higher proportion of male colleagues receiving a bonus
chunks of employees based on their hourly earnings (including bonuses) ; L ' . 3= than female colleagues. A high proportion of central team colleagues received

and then the gender split is recorded. y . : a bonus in the qualifying period, as previously noted, a high proportion of

’ m i our male population sit within the central team. This explains why a higher

proportion of males have received a bonus in comparison to females.




GENDER PAY GAP INDICATORS

Gender Pay Gap Gender Bonus Pay Gap
19.03% 34.81%
20.22% 35.03%

Median

Mean

PROPORTION OF UK EMPLOYEES

RECEIVING A BONUS

Female Male
44.76% 46.15%
Received a bonus Received a bonus

UK EMPLOYEES ACCORDING
TO QUARTILE PAY BANDS

Female % Male %
95.57 4 .43
96.86 3.14
100 (o]
99.37 0.63

Upper

Upper Middle

Lower Middle

Lower
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This statement confirms that the published information is accurate at

the time of publishing and is signed by Justin Hampshire, TFG CEO.
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Justin Hampshire

CEO, TFG




