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Gender Pay Gap

Legislation introduced requires all employers of 250 or more employees to publish certain
information regarding the gender pay gap in their organisation as at 5 April 2019, and every year
thereafter.

The ‘headline’ figures to be published show the difference between the mean (average) and median (mid-point) hourly pay of all
male and female employees, irrespective of their role, expressed as a percentage of male employees’ pay.

The gender pay gap for Penny & Giles Controls Limited (a wholly owned subsidiary of Curtiss-Wright Corporation) is as follows:

▪ The mean (average) gender pay gap is 31.7% (2017: 36.8%. 2018: 33.7%)

▪ The median (mid-point) gender pay gap is 25.9% (2017: 38.3%, 2018: 30.5%)

Although, at first glance, these figures may seem quite high, it should be pointed out that the vast majority of employees working
for the company, at every level, are male, which is not unusual within the industries in which we work. This does, of course, have
the effect of skewing the figures as there will always be a larger number of more senior male employees in each part of the
workforce

It is important to note that the Gender Pay Gap is not the same as Equal Pay. It does not take into account the actual jobs that
people do or their position in the company. It is not, therefore, a ‘like for like’ comparison of people doing the same or similar jobs.
Curtiss-Wright is committed to paying employees doing equivalent jobs in the organisation equally, regardless of their gender or
other characteristics.

We firmly believe that increasing the number of women in the business is key to Curtiss-Wright accessing the whole talent pool.
We operate in sectors where STEM (science, technology, engineering, mathematics) skills are essential, and where there is a
great deal of competition for the right candidates. Curtiss-Wright works hard to ensure its systems and processes encourage
diversity and inclusion, focussing on attracting and retaining employees with the right skills and competencies. We engage with
our local communities to ensure both men and women are aware of the exciting roles our industry can offer and appoint purely on
the basis of merit.



Bonus Gender Pay Gap

The bonus gender pay gap covers bonuses earned in the 12 months preceding 5 April 2019.

These figures show the mean (average) and median (mid-point) bonus gap (the difference between the mean bonus pay paid to

male employees and that paid to female employees).

The bonus gap for Penny & Giles Controls Limited is as follows

▪ The mean bonus gap is 74.4% (2017: 76.7%, 2018: 76.7%)

▪ The median bonus gap is 47.0% (2017: 48.0%, 2018: 50.0%)

The reason we have a mean (average) bonus gap of 74.4% is the same as the reason we have an overall gender pay gap - there

are more men than women at every level in our business and therefore fewer women in roles that attract higher levels of pay

where the ability to achieve a larger bonus is greater.

In terms of who receives a bonus, our figures show that the majority of our employees, both men and women, are eligible to

receive same:

▪ The proportion of male employees receiving a bonus is 92.3% (2017: 87.1%, 2018: 77.9%)

▪ The proportion of female employees receiving a bonus is 87.2% (2017: 79.4%, 2018: 63.5%)



Pay Quartiles Gender Splits

This chart shows the gender distribution in four

equal quartiles based on pay bands. Total UK

employees are 610 (2017: 586, 2018: 632).

Women represent 26% (2017: 24%, 2018: 25%) of

our overall workforce, and the chart shows that

women are less well represented in the higher pay

quartiles. This is due to a greater number of men

working in more senior and technical roles which,

by their very nature, attract higher rates of pay. This

is not unusual in the sectors in which we operate.

2017 Data Male Female

Upper Quartile 93.20% 6.80%

Upper Middle Quartile 83.90% 16.10%

Lower Middle Quartile 60.90% 39.10%

Lower Quartile 59.30% 40.70%

2018 Data Male Female

Upper Quartile 91.0% 9.0%

Upper Middle Quartile 84.7% 15.3%

Lower Middle Quartile 60.5% 39.5%

Lower Quartile 66.7% 33.3%
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