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Introduction from Hilary Evans-Newton, Chief Executive

Alzheimer’s Research UK is the UK’s leading dementia research charity. We’re striving for a cure by
revolutionising the way we treat, diagnose and prevent dementia.

Although dementia affects people from every walk of life, we know that some groups within our
society are more heavily impacted by the condition, either being at greater risk of the diseases that
cause dementia, or more likely to experience poorer health outcomes as a result of them.

As the UK’s leading dementia research charity, our ambition is to ensure that everyone can benefit
from research progress. We aim to reach and connect meaningfully with communities across the UK,
providing high quality health information and opportunities to participate in our work.

Alzheimer's Research UK is a fantastic place to work. Our determined and dynamic spirit is reflected in
the energy and drive of our employees. As Chief Executive, | am extremely privileged to lead
exceptionally talented and passionate teams who have the ambition and determination to create a
world free from dementia. We exist for a cure and, together, we will change lives.

To help us achieve this, we are committed to creating a diverse and inclusive culture where everyone
can be themselves and reach their full potential. We are also committed to ensuring equality and
equity in the way employees are treated and that our practices and processes are free from unfair
and unlawful discrimination.

Our Gender Pay Gap Report helps us to understand and monitor any difference in the average
earnings between female and male employees. This is now the second year we have published
our report, and we have continued to monitor and take positive steps to ensure our employees are
treated fairly and equitably in all aspects of their employment.

We recognise that our Gender Pay Gap data changes throughout the year when we recruit new
employees, through promotions, leavers and any other pay element affecting an employee’s salary and
take pay equity seriously when considering pay decisions. We will continue to review our Gender Pay
Gap and are committed to ensuring equal opportunities and fair treatment for all employees.

| welcome the opportunity to share our Gender Pay Gap Report and confirm that the information
contained within this report is accurate.

Hilmj Fvms- Neatn,

Hilary Evans-Newton
Chief Executive



Background

The Government regulations on Gender Pay Gap reporting for private, voluntary and charity
sector employers with more than 250 employees were implemented in April 2017.

This report focusses on the Gender Pay Gap, which shows the difference in average pay
between men and women across an organisation, regardless of role or level. Gender pay
reporting was introduced to increase transparency and help organisations understand and
address pay differences between men and women.

In line with the Government guidelines, there are 6 required Gender Pay Gap calculations
based on a snapshot date of 5 April:

e Mean Gender Pay Gap

e Median Gender Pay Gap

e Proportion of male and female employees who fall into 4 pre-defined equal quartile pay
bands.

e Mean Bonus Pay Gap

e Median Bonus Pay Gap

e Breakdown of bonus payment by gender

As we do not have a bonus scheme for any of our employees, only 3 of the required gender
pay gap calculations are reported on.

While we recognise and support all gender identities, in line with the requirements for gender
pay gap reporting, gender must be reported in a binary way, which recognises only men and
women (using HMRC records). We are not able to report non-binary or other identities in this
report and recognise that, for some people, this may not reflect their chosen gender.

Ethnicity and Disability Pay

Although we are not yet required to collect, analyse or publish information on ethnicity or
disability pay, a Government consultation process is underway, and we will be looking at our
Ethnicity and Disability Pay Gap in future years.

How our Gender Pay Gap is Calculated

In line with the Government requirements, our Gender Pay Gap is based on the following
aspects:

e On 5 April 2025 (our snapshot date), there were 287 employees, of which 274 were
classed as ‘relevant pay employees’ for the purpose of Gender Pay Gap reporting.

e Employees who were not considered as ‘relevant pay employees’ were those on
Maternity Leave and received reduced pay in April 2025.

Our headline data shows the following:

205 women or 74.8% in 2025 3.7%in 2025 1.0% in 2025
(75.9% in 2024) (5.8% in 2024) (7.4% in 2024)
69 men or 25.2% in 2025
(24.1% in 2024)




How our Mean Gender Pay Gap compares to the Sector

Based on the most recently available published analysis of Gender Pay Gap data for UK
charities with 250 or more employees, the charity sector reports a median gender pay gap of
around 6—7%, with a mean gap of approximately 9%.

This reflects an ongoing sector-wide trend in which women make up the majority of the
workforce but are under-represented in the most senior and highest-paid roles.

We are pleased that our Gender Pay Gap is lower than similar organisations.

MEAN MEDIAN
RN GENDER PAY GAP % GENDER PAY GAP %
ALZHEIMER’S RESEARCH UK 3.7 1.0

A closer look at our Mean Gender Pay Gap — 3.7%

The Mean Gender Pay Gap is calculated to find the average by adding up the hourly pay of
each gender and dividing this figure by the total number of employees of each gender. The
difference between the two figures is the Mean Gender Pay Gap and is reported as a %.

e Our Mean pay per hour for men is £25.23

e Our Mean pay per hour for women is £24.30

e Our difference in pay between men and women is £0.93

A closer look at our Median Gender Pay Gap — 1.0%

The Median Gender Pay Gap is calculated to find the middle point between the lowest and
highest paid man and the lowest and highest paid woman. The difference between the two
figures is the Median Gender Pay Gap and is reported as a %.

e Our Median pay per hour for men is £21.32

e  Our Median pay per hour for women is £21.11

e OQur difference in pay between men and women is £0.21

A closer look at our Quartiles

To determine our pay quartiles, employees are arranged into four equal parts, which show the
proportion of male and female employees ranging from the lowest to the highest paid. The
quartiles give an indication of the % gender representation for each of the 4 quartiles.

Our Gender Pay Gap is driven by different ratios of men and women across different levels
within ARUK.

Lower Quartile Lower Middle Upper Middle Upper Quartile
Quartile Quartile

\%.1% ‘5% ‘17_4% 33.8%

76.5% 82.6% 66.2%

73.9%

51 Females / 18 Males 52 Females / 16 Males 57 Females / 12 Males 45 Females / 23 Males



When looking at our Gender ratio, compared to our overall headcount, our quartiles show that
there are:

More Women than men in the Lower Quartile (26.1%)
More Women in the Lower Middle Quartile (76.5%)
More Women in the Upper Middle Quartile (82.6%)
Highest proportion of Men in the Upper Quartile (33.8%)
compared to other quartiles

Our Ongoing Commitment

We know that our people are critical to our success and are pivotal in enabling our ambitions
to be achieved. At Alzheimer’s Research UK, we want all of our colleagues to feel that they
belong and feel valued. To help achieve this, we will continue to utilise our data and insights
to ensure equal opportunities and equal treatment for all employees.

We are committed to continuing to build an inclusive and supportive culture and here are just
a few aspects which we will be working on:

Continue to review our Career Framework to ensure it enables the development,
career progression and retention of our colleagues.to build our manager and
leadership skills.

Prepare for and respond to the Employment Rights Act 2025 by embedding fair and
transparent practices that strengthen trust, compliance, and provide a positive
employee experience.

Implement a continuous listening approach and use data and insight to improve and
create exceptional colleague experiences.

Review our performance framework to enable great, sustainable performance.
Improve our recruitment practices to ensure they are more inclusive and allow us to
attract and recruit candiates from diverse backgrounds.



