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Sonic Healthcare UK Gender Pay Gap Report 2025

1. Executive Summary

At Sonic Healthcare UK, we are committed to fostering an inclusive and diverse workplace. This
report presents our gender pay gap analysis for 2024-25, highlighting key insights and actions to
address any disparities.

Overall, our Mean and Median Pay Gap increased compared to prior year, with over 60% of
employees in our upper pay quartile being female.

2. An Overview of Our Company

Sonic Healthcare UK is made up of several entities providing clinical pathology services. The two
main employers —The Doctors Laboratory (TDL) and the Health Services Laboratories (HSL) —will
be reviewed in more detail later in this report. While these are separate employers, the senior
management and leadership, and many of the common corporate functions, are provided to
both entities by TDL employees. For that reason, we show the gender pay gap calculations both
jointly and separately, as the first provides an accurate reflection of how our company works in
practice, while the second meets the statutory reporting requirements.

3. Gender Pay Gap Metrics

This section presents statistical findings comparing male and female earnings.
Definitions:

Mean (Average) Pay Gap - The average difference in hourly pay between men and women.
Median Pay Gap - The middle value in the list of hourly earnings for men and women.
Bonus Pay Gap - The difference in average and median bonus payments between men and
women.

Pay Quartiles — The proportion of men and women in different salary bands.

Sonic Healthcare UK Gender Pay Gap

Mean Pay Gap 6.01% Median Pay Gap 5.48%
Gender Bonus Pay -31.56%
Gap

Proportion of Men and Women Paid a Bonus

Proportion of males receiving a bonus 16.61%

Proportion of females receiving a bonus 11.42%




Population by Pay Quartiles for Sonic Healthcare UK

The proportion of males and females in each quartile is as follows:

Number % Number %

of Males of Males of Females of Females
Proportion of males to females in the upper | 296 38.59% 471 61.41%
quartile
Proportion of males to females in the upper | 329 42.95% 437 57.05%
middle quartile
Proportion of males to females in the lower | 303 39.56% 463 60.44%
middle quartile
Proportion of males to females in the lower | 262 34.20% 504 65.80%

quartile

We have two main employing entities that we are required to report separately. The individual

results are presented below.

HSL

TDL

Company description

Joint venture providing pathology
services to NHS partners and
customers

Independent provider of clinical
laboratory diagnostic services in
the UK

Gender pay gap

Mean Pay Gap: 7.64%
Median Pay Gap: 2.44%

Mean Pay Gap: 2.91%
Median Pay Gap: 8.02%

Gender pay bonus

Mean Bonus Pay Gap: 47.58%
Median Bonus Pay Gap: 0%

Mean Bonus Pay Gap: -46.50%
Median Bonus Gap: 0%

Proportion of men and women
paid a bonus

Proportion of males receiving a
bonus: 2.66%
Proportion of females receiving a
bonus: 2.54%

Proportion of males receiving a
bonus: 35.34%
Proportion of females receiving a
bonus: 31.14%

HSL Population by Pay Quartiles

Number of % of Number of % of
Males Males Females Females
Proportion of males to females | 184 37.10% 312 62.90%
in the upper quartile
Proportion of males to females | 165 33.33% 330 66.67%
in the upper middle quartile
Proportion of males to females | 170 34.34% 325 65.66%
in the lower middle quartile
Proportion of males to females | 166 33.54% 329 66.46%
in the lower quartile
TDL Population by Pay Quartiles
Number of % of Number of % of
Males Males Females Females
Proportion of males to females | 119 43.91% 152 56.09%
in the upper quartile
Proportion of males to females | 161 59.41% 110 40.59%
in the upper middle quartile
Proportion of males to females | 131 48.34% 140 51.66%
in the lower middle quartile
Proportion of males to females | 94 34.69% 177 65.31%
in the lower quartile




3. Our Plans for Continuous Improvement

We are pleased to report our gender pay gap at April 2025, and plan to continuously improve the
work we do to ensure our workforce is both treated and paid equally.

In the 2024 gender pay gap report, we published that male employees earned on average (mean)
3.75% more per hour than our female employees. The median calculation recorded male
employees earning 1.02% more than female colleagues.

At April 2025, our analysis shows that the overall difference between men and women’s earnings
based on hourly rates of pay is 6.01% (mean) or 5.48% (median). This represents an increase in
the gap for the group.

Equality remains at the heart of Sonic Healthcare UK’s workforce plan. We are committed to
ensuring that regular benchmarking of salary scales, recruitment, and monitoring of our diverse
workforce occurs in line with our Core Values, ensuring that fair access for all exists in relation to
our recruitment opportunities. Moreover, we are committed to fair and equal pay irrespective of
gender and aim to continue to improve our gender pay gap with a change in pay structure for opur
operational staff next year. As an organisation, we plan to promote policies and initiatives to
support equal opportunities for our entire workforce.

Both the Mean and Median pay Gaps have increased since the previous report, and we remain
committed to work on reducing the gap for next year’s submission.

We have more female employees than men at all levels of pay quartiles across Sonic Healthcare
UK. Our aim is to achieve year-on-year improvement in our gender pay gap, and we hope to
continue to encourage greater representation of women at the most senior levels across the
group. Encouragingly, we continue to see over 60% of those in the upper pay quartile are female,
and we are proud of this.

We have several ongoing initiatives that continue to aid the organisation in reducing its gender
pay gap. These include:

e |mplementing a transparent, equitable & rewarding pay framework for our laboratory
operational roles to ensure people doing the same job are paid equally and to be
competitive in the employment market.

e Setting out and documenting clear career pathways for our staff- whatever role they are
in, they can see what is needed to progress within the organisation.

e Continuing to challenge and review our own terms and conditions to ensure they are
competitive externally, and retain the talent we have in our organisation.

e |nvesting heavily in leadership development and talent management to support
promotion from within. Our leadership development initiative, Preparing to Lead, and
other formal supervisor and management training programmes aim to develop and
promote our female staff into our leadership roles.

e Continuing to promote our female role models both internally and externally.

e Ensuring, that those responsible for recruiting in our organisation have undertaken
Recruitment and Selection training, which includes clear guidance on equality and
positive action.



e Working with line managers to ensure they are aware of their role in promoting equality
and are proactively supporting the career progression of women within their
departments.

e Encouraging better conversations at the Annual Joint Review to ensure it removes any
potential barriers that are preventing career progression.

As a group that has grown quickly over recent years because of acquisition, our reward practices
vary across our business due to staff transfers from different employers. The bonus pay gap
demonstrates this difference. The intention of the pay framework, which we are calling
‘Progression+’ is to harmonise as much as possible the pay variations throughout our business.
The overall gender bonus pay gap is -31.56%, which means that it is in favour of women. Overall,
we maintain a 0% median bonus pay gap as there is no gender difference in the median bonus
payments. In 2024/25 we had the Herts & West Essex (HWE)NHS network join HSL on 1% March,
which has contributed to the Gender Pay gap growing.

In 2025/26, we plan to continue embedding the new pay framework into our operational
departments, and ensuring equality is maintained. Whilst we are implementing a new pay
framework, we are not reducing individuals pay to fit into the pay levels where they are paid more
than the newly implemented base rates of pay. This will bring with it some variation, until all staff
are in line with the step points for their associated pay level.

Additionally, we are launching a Preparing to Lead cohort to continue our commitment of growing
our own talent, and ensuring we have good representation across all roles.

Our organisation is working towards ongoing improvement of our gender pay gap, we will continue
toreview of ourterms and conditions, including our benefits, working hours, and practices across
our workforce. We believe that promoting these principles will assist in reducing our gender pay
gap in future years.

David Byrne
TDL Group CEO
March 2026



