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Introduction

At Vectura we believe in and are committed to creating a great place
to work which fully embraces inclusivity and diversity, including gender
balance. Our Equal Opportunities policy ensures the provision of equal
opportunities in all aspects of employment including recruitment,
promotion, opportunities for training, pay and benefits.

Since 2017, the UK Government has have also been published on the
required all companies that employ government portal.

250 employees or more to report
their gender pay and bonus pay
gaps. Although the total population

of Vectura Limited didn’t exceed this i
threshold between 2017 - 2020, we progressively close the gender pay

decided to voluntarily publish our data gap and encourage diversity in every

on our website because we believed sense to enable us to attract, retain
it was the right thing to do. This is the ahd develop.the best talent, and in
second year that our annual results alignment with our core values.

We are proud of the inclusive and
engaged culture we have built up at
Vectura and believe it is important to

This report has been approved by our Chief Executive Officer.

=

Will Downie
Chief Executive Officer
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Understanding the regulations

It is important to understand the distinction between the gender
pay gap and equal pay. While the gender pay gap is the difference
in the average pay of men and women across the organisation,
equal pay refers to a legal requirement that men and women within
the same organisation must receive equal pay for doing like-for-like
or similar work. Equal Pay has been protected by legislation in the
UK for over 40 years but Gender Pay Gap reporting was introduced
in 2017 and is the information that organisations are now required
to disclose annually.
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and the number of men and women
performing these jobs will inevitably
vary, a gender pay gap therefore exists.

If we were to line up all of our
employees in order of increasing pay
with women in one line and men in
another, the median gender pay gap
would compare the pay of the female in
the middle of their line with the pay of
the male in the middle of their line. The
mean is the comparison of the average
pay for a female and the average pay
for a male. As all jobs pay differently,

o

For me, Gender Pay has always
represented the broader inclusivity and
diversity agenda; in 2021, we launched
a new DEl forum and began @
programme of employee volunteering
which will continue in 2022, and
enable us to continuously review,
refine and enhance our approach
to inclusivity and diversity. Change
doesn't happen overnight, but with
real focus, energy and passion,
we can all choose to challenge
stereotypes and create a fully
inclusive environment.

At Vectura, we fully support this
government initiative and remain
committed to gender neutral
reward, recruitment and progression
approaches in order to attract and
retain diverse talent.

Jo Hombal, EVP - Human Resources



Our results for Vectura Limited

Our median

gender pay Pay gap*

gap for Vectura

Limited has Gap Percentages

increased from

6% t0 22.9% 2021 2020 2019 2018 2017

as at 5 April Mean pay gap 351% 251% 30.2% 34.6% 32.8%

2021.
Median pay gap 22.9% 6.0%  9.0% 128%  151%
Population (272) Male: 124 Female: 148
Pay Quartiles Percentage of men

2021 2020 2019 2018 2017
Upper 58.8% 53.2% 537% 519% 54.7%
Upper middle 50.0% 50.8% 52.8% 51.0% 58.5%
Lower middle 441% 459% 44.4%  431%  321%
Lower 29.4% 452% 42.6% 385%  43.4%
Male: 124
Pay Quartiles Percentage of women
2021 2020 2019 2018 2017

Upper 41.2% 46.8%  46.3% 481% 45.3%
Upper middle 50.0% 49.2%  472% 49.0%  41.5%
Lower middle 55.9% 541% 55.6% 56.9% 67.9%
Lower 70.6% 54.8% 574% 61.5% 56.6%

*All numbers have been

Female: 148

calculated in line with the
regulatory guidelines
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Bonus gap*
Gap Percentages
2021 2020 2019 2018 2017
Mean bonus gap 38.3% 46.7%  674% 674% 85.3%
Median bonusgap 22.6% 18.0% 22.9% 18.9% 251%
Population (291) Male: 128 Female: 163
Proportion of men who received a bonus
o o o
Bonus Bonus not
W received: received:
©) o
T4.2% 25.8%
Proportion of women who received a bonus
o o o
Bonus Bonus not
G received: received:
o) ©)
699%  50.1%
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Clarifying our results

Vectura Limited’s relatively small headcount (291)
means that our data is subject to volatility, particularly
for the mean figures which are sensitive to outliers.

Although we are disappointed to see that our gender pay
gap has increased during 2021, we believe this to be a
temporary symptom and consequence of our success in
recruiting more females into Vectura.

We have focused our efforts in creating a fully inclusive
working environment by offering agile and flexible working
options to all employees and encouraging those at the start
of their careers to join our company. Since our last GPG
report, we were delighted to welcome 60 new colleagues
to Vectura, 68% of whom are female and fall into the lower
quartile. And due to the short tenure of these employees,
they were not eligible to receive a bonus, which resulted in
an increase in our bonus pay gap.

Additionally, 22%o of females leaving the business in 2021
were in the upper middle and upper quartiles, which has also
affected our figures.

We remain focussed on ensuring we have initiatives in place
to reduce the gap.
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Addressing imbalance

Our commitment to equal opportunities, diversity and
inclusion is enshrined in our working practices and policies.
We offer a range of agile and flexible working opportunities
which promote work-life balance and enable us to retain
talented employees.

@

At Vectura, equality, diversity
and inclusiveness are at the
heart of everything we do. We
will continue to focus our efforts
to close the gender pay gap.

Around 22%o of our workforce are making use of some
form of contractual flexible working arrangement, including
part-time, condensed hours or homeworking.

) ) ) . Will Downie, Chief Executive Officer
In 2021 we announced our intention to retain the positive

agile working practices necessitated by the pandemic. This
enables employees to work when and where they choose,
with many adopting hybrid working, where they work part
of the week at home and some on site. Our family-friendly

policies provide enhanced maternity, paternity, adoption gy

and shared parental paid leave which enable both parents ;’_ﬁ_._" “5}\

to take an active role in the upbringing of their children. ‘ : 1
h

During 2021, we continued to make a concerted effort
to maximise diversity and inclusion across the breadth
of the employee life-cycle: including the launch of our
ESG (Environment, Social and Governance) Strategy
which included the formation of a Diversity and Inclusion
committee. We also launched our new employee
volunteering programme which saw 13 employees volunteer
to support their local charity at the latter end of 2021 and 18
employees support two charities in early 2022.




Clarifying our results (continued)

Recruitment

In order to recruit from the widest possible

talent pool, we use gender neutral language

in job adverts, develop diverse candidate lists for
jobs where possible and use diverse panels when
interviewing people to avoid unconscious bias. We
also encourage colleagues to actively and positively
promote our business and inclusive culture on the
main social media channels.

We leverage our internal and external networks
and online forums, engaging with women who are
returners from a career break or raising a family, to
promote our career opportunities.

We continue to support our
existing apprenticeship
scheme and encouraged
students to select maths
and sciences at an

early age through our
STEMNET group
participation. We
welcomed a number
of intern students to
join us to work with
our laboratory
teams,
providing them
with valuable
insights into

a career

in science.
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Retention @

Once we have attracted talented people, we want
them to stay and to gain every opportunity for
professional growth and development. Our range of
flexible working options are designed to enhance
work-life balance and having confirmed our intention
to retain agile working practices on an ongoing basis,
we provide our managers with toolkits and support
to help them manage virtual teams.

Supporting the wellbeing of our people is
paramount, both in terms of physical wellbeing and
mental health. We have a dedicated wellbeing hub
on our intranet which includes resources, tips and
colleagues’ stories. We also have a team of Mental
Health First Aiders who complete specialist training
to support colleagues through non judgemental
listening and guidance.

We develop the essential skills needed to
lead employees with our in-house Leadership
Development Programme and Management
Development Programme.

We continuously review and
improve our leaders and
managers development
programmes to ensure they
incorporate the very best practice,
supporting the personal growth of
our leadership community, and
consequently, that of their teams.

Liza Hemmings, Director - HR Operations

Development

Our talent management framework is used by

all functions in the support and development of

our talented employees. Our career framework
articulates the skills and experience required to
progress both laterally and vertically to align with our
inclusivity agenda and enable career progression.
We encourage our people to maximise their potential
and pursue their career goals through personal
development planning.

Our ‘Science Live’ campaign continued during 2021,
enabling colleagues to deepen their understanding
and appreciation of our unique device, formulation
and development capabilities. In addition to ongoing
training and development, employees can apply

for scholarship funding for a range of professional
qualifications*

Our focus on talent management, succession
planning and promotions has continued to ensure we
have a balanced pipeline of female leaders.

We believe that individual success depends on ability,
behaviour, performance and potential, and remain
committed to offering career opportunities without
discrimination. Our promotion process ensures
employees are assessed objectively against the
requirements for the job, their individual contribution
and capability.

We review and monitor the distribution of
performance ratings and promotions annually to
ensure our approach to performance management is
gender neutral and free from any form of bias.

*Professional qualifications supported during 2021 included, Masters of Business
Administration, Certificate in Business Accounting, MSc in Pharmaceutical
Industry Advanced Training, MSc Management with Supply Chain, PIABC level 3 in
packaging, ILM level 5 Diploma in Coaching and Mentoring
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What's next for Vectura?

Although our gender pay gap has increased during 2021,
this is due in-part, to our success in increasing the number
of females that we have welcomed into our business.

We know we can continue to do more from a diversity and
inclusivity perspective. In order to reduce gender imbalance,
there needs to be a continued and determined focus on
gender equality. At Vectura we have always recruited

and promoted the right people for the right jobs based

on personal merit and regardless of gender (or any other
personal characteristic) and we will continue to do so.

We will continue to focus on recruiting from the widest
possible talent pool; taking measures to attract diverse
candidates and encouraging young people to opt for a
career in science.

We will leverage all internal opportunities to drive a greater
gender balance in our senior positions. We will build on

our existing talent management, succession planning and
promotion processes to ensure we have a broad, diverse mix
of people with a range of skills, capabilities and behaviours,
and enable them to progress

To support these efforts, we will continue to create long-
term growth by embedding sustainability in all our business
practices and enhancing our focus on diversity and inclusion.
Our ESG roadmap will drive our ongoing improvement efforts
and bring together all the initiatives already underway by
establishing shared priorities and clear objectives.

We hope that all companies in our industry will continue to
pull together to drive positive change.
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Thoughts from our team...

¢

As a member of the business leadership
team, | really appreciate being able

to work part time; this enables me to
balance my family commitments whilst
continuing to develop my career and also
means | can be an advocate of the agile
working policy for the business.

Sharon Eyre, VP - Finance Operations
& Transformation

¢

Having been an employee of Vectura for
over 10 years, | have had the opportunity
to develop my career internally, initially
starting as a Manager, through several
promotions to Senior Vice President of
one of the largest departments in the
company. Traditionally science is a male-
dominated industry and it has been
great to be part of an organisation who
recognise individuals for their contribution,
regardless of their gender.

Nikki Willis, SVP - Inhaled Product Solutions -
DPI & pMDI

@

In 2021 my application to obtain an
MSc was granted which | was thrilled
with. It's great to feel my employer is as
invested in my career and development
enhancements as | am.

Christi McIntosh-Wright, Senior Category Manager

@

Our volunteering day supported a local
charitable care facility, the farm was an
amazing place that helps not only adults
with learning disabilities but also the wider
community by supplying a fantastic range
of organic vegetables. We were told that
what we had achieved in one day would
have taken them a week, on completion,
we all felt proud of what we had achieved
together and the impact we had made.

Kirstan Boynton, Assistant Company Secretary

@

For me, having the flexibility and trust to
deliver my role alongside my personal and
family commitments was one of the key
factors which attracted me to Vectura.
The progressive approach we have
adopted is something | value greatly and
believe is a real driver for engagement
and competitive advantage”

John Foster, HR Business Partner
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