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An inclusive and diverse workforceis pivotal to our strategy at Santander Corporate and Investment Banking (Santander CIB) in

the UK.

We are committed to fostering a work environment in which everyonefeels respected, valued and able to contribute. Equal
opportunities between men and women are a priority throughout the Santander London Branch, for me, and the leadership team.

“We continue
to cultivate a
workplace
where our
people

can be
themselves and
reflect the
diverse society
we live in.”

This is our fifthannual reporton the
Gender Pay Gap. The transparency
and accountability thatthe Gender
Pay Gapreportbringsiscrucialin
driving greater equality and inclusion
inthe workplace.

The reportshows our continued
progress from previous years, and this
is theresultofthework beingdonein
differentspheres of thebusiness.
However, we alsorecognisethatwe
arefar fromwhere we would like to
be. Thereis stilla lotto do.

In Santander London Branch we operate
under the Santander methodology with
Santander CIB guidanceand leadership.

Under this methodology and guidance,
we haveasystematic approach. We
believethatthebestwayto make
progress in diversity and inclusionis with
the contributionsand supportofa

diverserepresentation of our colleagues.

So, we created an Inclusion & Diversity
(1&D) Working Group comprised of
various workstreams, all with theaim of
drivingand cascadinginitiatives that will
significantly contribute to our cultural
transformation.

Together with other panels, the Working
Group'sinitiatives ensureinclusionand
diversityremain atthetop of our
priorities, so we canattract, trainand
retain the bestemployees, attain better
and moresustainable results,and
contribute to a better future foreveryone.
A summaryof some of these initiatives are
outlined in this report
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Alexandra MacMahon
Branch Manager, Banco
Santander, S.A.,, London Branch

I confirmthatthefiguresinour
disclosure areaccurateand havebeen
calculated in accordance with Gender
Pay Gapreportingrequirements as
outlined inthelegislationand
accompanying guidance.
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What is our Gender Pay Gap
at Santander London Branch?
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The Gender Pay Gap shows the difference in average
pay between women and men. This is different to
equal pay where women and men receive the same
pay for the same role or for work of equal value.

The Gender Pay Gap takesintoaccount all rolesat all The mean and median gender paygaps haveall

levels of the organisation, ratherthan comparingpay decreased this year. The gap between genders receiving

receivedby women and men performing the sameroles. abonus has closed significantly and the representation of
women in the top quartile hasimproved. These changes

We regularlyreview and analyse our employee payto are reflective of our ongoing changesacross the

ensure women and men are treated equally when business.

performingthe samerole.

We are confident that we do not have equalpay issues.
Our gender pay and bonusgaps reflect our organisational
structure. We have proportionately more menin higher-
paidleadership roles. The Gender Pay Gapis attributable
to this organisational profile.
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What is our Gender Pay
G a p a t Sa n ta n d e r ? 91.4% and 89.3%, respectively.

29.3%

The mean (average) Gender
Pay Gapin Santander London
Branch, down 2 percentage
points from our last report.

49.5%

The mean (average) gender
bonus gapinSantander
London Branch, down4.5
percentage pointsfrom our
last report.

The pay and bonus gap metrics reported here are correctas of the mandatory April 2023
snapshot date. Please notethatthe updates to our action planin thisdocument are correctat
the point of publication, in orderto give the most current andrelevant picture of progress to

date.

employeeswho received a bonus was97.7%
(male)and 97.4% (female). In 2022, thiswas at

Top quartile Second quartile

24.6%

The median Gender Pay Gap
in Santander London Branch,
down 4.6 percentage points
from our last report.

Female,
34.0%

57.8%

The median gender bonus gap

in Santander London Branch,

up 2.8 percentage pointsfrom

our last report. Female,

0,
2tln Female, Male,

49.3% 50.7%

Third quartile Fourth quartile
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Our commitmentsto close the gap

Diversity in Financial Services enables high quality decision making
by bringing together different perspectives, ensuring exceptional
service for our clients by representing them equally.

Inclusion and Diversity is fundamental to buildinga
sustainable future that leaves no one behind, andis a top
priority for Santander London Branch.

We are working every day to achieve real equality among
our professionals, aimingto be the place all colleagues
feeltheybelongand can succeed.

We recognise that our business requires continuous and
significantaction to improve diversity, and we have
established ourplan to improve our genderdiversity.

Members of our senior leadership team sponsor our
diversity strands of Gender, LGBTQ+, Culture &
Background, Family & Carers, and Social Mobility.

The plan has its foundationsinthe Santander
methodology on inclusion and diversity. Santanderhas
registered a total score 0f92.87 in the 2023 Bloomberg
Gender-Equality Index (GEl), the highestscore in the
finance industry and the second highestoverall among all
the companiesanalysed.
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Santander London Branch 1&D Working Group

The Working Group is split into five workstreams, comprised of

colleagues from across numerous Santander CIB businesses in the UK.

These workstreams represent colleagues of differentjob

bands, and count on the sponsorship of senior managers.

Seniorsponsors meet bi-monthly to discuss progress and
define goals.

This group aims to promote an inclusive cultureand
working environment, breaking down barriers
surrounding I&D to create betterresults and improved
decisionsinourfirm.

In additionto the five workstreams, Wellbeingis another
keyinclusiontheme for Santander London Branch, and is
supported by other Working Groups within the Branch.
Thisincludes mental, physical, social and financial
Wellbeing.

Each workstream has a set of goals alignedto its specific
needs with the aim of fostering connections, offering

education and resources, and nurturing career growth. These

include:

Creating awareness

We aim to raise awareness and understanding about the importance of an equal culture in Santander London Branch, where
everyone feels they can participate and achieve success irrespective of their gender, ethnicity, sexual orientation or any
characteristic. The workstreams focus ondelivering activities, events and communications to keep boosting diversity in our
business.

Hiring
By recruiting professionals from a range of backgrounds at all levels of seniority, businesses gain access to a wide variety of
viewpoints and perspectives. Ourworkstreams look at practices, policies and programmes to ensure fair and diverse hiring.

Retaining

Employee retentionis central to the success of a business. Promoting inclusion at all levels attracts, develops and retains the
best talent. Itis alsoa strong contributor toinnovation, organisational performance, trust in companies and meeting all
stakeholder expectations. Our workstreams lookat ways to boost retention through engagement, development and building
connections.
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|1&D: an everyday realityin
Santander London Branch

We recognise that our business still requires continuous
and significant action to improve diversity.

Increasing our female
level representation

Our female population in SCIB UK has increased
from 26% at the end of 2020t035% at the end
of 2023. Wesstill have a long way to go, but this
increase allows us to be optimistic. We have a
target toincrease the number of women in
senior management roles by 2025.

Although there is still significant work todo, we
have seen positive change; femaleattrition has
decreasedto 6.7%with male attritionbeing
slightly higher.

The challenge remains for certain business areas
androles where specificinitiatives are being
deployedto ensure that we havea more balanced
representation. We also measurewhetherroles
have a gender-balanced list of candidates.

Data monitoring progress

A comprehensive set of ratiosarereviewedona
quarterlybasis. They coverfemalerepresentation,
attrition and resourcing. The dashboard provides
leaders withan overview of the status of the
organisation. We will continue using this
dashboardasboth a catalystand gauge for
progression and change.

We have launched an actionto have morein-depth
data about non-gender diversity representation. The
additional datawill help to create and deliver more
targeted action plansthat help to recognise and
remove any barriers our colleagues face.

Thisimproved dataset willalso helpbolster
transparency and accountability as key tools to drive
us towards everyday inclusion.
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Talent and development

Over the past years, we have aimed to have gender-balanced candidate
shortlistsfor all roles and diverse interviewing panels. We also ensure that the
junior talent we bring in is diverse, incorporating diversity into the organisation
from early career positions.

Throughout 2023 we partnered withvarious organisations to support diversetalent and
place professionals backinto the marketafter a career break, career change or where
they returnedtoa role beneath their potential.

Our Global Women in Leadership Programme provides our female talent with a
structured development programme designed to grow their capabilities and
support their career aspirations.

In 2023 our Gender Network was relaunched with the aim of fostering connections,
offering education and resources, and nurturing career growth. The scope and
breadth of this activity will increase throughout 2024.

Our 1&D Newsletter continuesto be at the core of the Working Group’sinitiatives.
Interviews with colleagues or experts, relevant research, contentand celebrations
acrossthe globe are part of the periodical updatesthat all our colleaguesreceive

We partnered with Bright Network to host a Female InsightDay, to provide
studentswith an opportunitytolearnabout a career in Investment Banking and gain
valuable experience and exposure to the industry, and support them with their
career goals. In 2024, we will be extending thisto a four-day Female Insight
Programme.

In 2021 we became a proud member of Women in Bankingand Finance — UK (WIBF).
We collaborated with WIBF in differentinstances, taking us a step closer to gender
equality. This partnership enables female colleaguesin Santander London Branch to
network, learnand get inspired. Toenhance diversity, it’s very important for us to
also work on making female role models visible, inspiring others, and transforming
culture and mindsets within the firm. We are pleased that WIBF gives us enormous
support on this, celebrating and showcasing Santander London Branch female talent
through its Annual Awards and Recognition of Achievements.
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Our 2024 inclusion and diversity action plan

We have established an I&D plan for

Diversity workstreams: Harnessing diversity
H 1 in the workplace is only the first stepin
2024 Wlth the SponsorShIp Of our improvingour corporate culture and, while ‘
senior management team. The plan weareingoodshape andhave made -
positive progress, we have many things yet
has its foundations in the Santander foRrEne Wil lare i Lol sy

progressing in 2024, our Gender, Culture &

llll\ ‘

. . Background, LGTBQ+, Family and Carers and
Group I&D methOdOIOgyr pOIICIeS and Social Mobility workstreams - led by our
g g . senior sponsors and co-ordinators - will
prOCEdureS, and INn our d|VerS|ty continue furthering SCIB UK’s commitment Female talent programmes: We wishto
. . . to inclusion and diversity. maximise female talent capabilities to
evolut|on ta rget Wh|Ch IS Suppor‘ted by successfully meet challenges and become

transformative leaders. Through our

devel opment programmes, they will be able
to build the best support community that
works towardsthe development and
promotion of female talent.

the Working Group.

In 2024, we will keep building an
inclusive and diverse workplace. We
are putting in place a number of

Internalmobility and career support: We
believe that by fostering career growth and
i nternal mobility we will boost |&D. During
2024 we will focus on providing guidance
and support through line manager training,
thelaunch of a new global mentoring

5. Q0. .G g q
initiatives together with those already T e L e ST £
. work with partners to deliver programmes
Underway that WI” hEIp meet our I&D that provide young talent with opportunities
to gain experience and exposure tothe
targets for 2025 Investment Bankingindustry, in order to

supporttheir future career goals.
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