Position Statement report - Year ended 31 December 2025

Our purpose is to cultivate leadership that
shapes a just, diverse, flourishing, and
sustainable planet

It has been exciting to see us continue to direct energy and resources into the areas we care
about in 2025. All of the actions support our purpose, giving us confidence that we can make
a difference for good, however small, in the world.

Our gardeners continued to buoy us to create the conditions for impact in the areas of
sustainability, human flourishing and JEDIB. We are grateful to have these folk exchange
with us in this way.

Sustainability

Home office and service delivery
On the home office front we tracked home office personal energy usage as an awareness
raising exercise (now discontinued).

Our program delivery approach for our services is transiting to a blend of face to face and in
person rather than just in person, and the majority of coaching is being done virtually from
home offices.

Partnering with Project Seagrass

We know that as a business, our biggest impact on climate change is our carbon
emissions from flying. We all care deeply about the impact our carbon emissions have on
the planet, and we also want to continue flying to do great work with our clients and to
gather in person. We carried out a research conducted by a third party, which was then
tested for rigour by independent experts Rewild.

The resulting proposal was approved by our leadership team in December 2025, who
made the decision which will see us sequester the carbon from our flights by donating 10%
of the value of our flights to Project Seagrass, a UK-based NGO led by climate scientists
that works on marine regeneration. Seagrass is a largely unheard of and powerful carbon
sequestrator, and this project was carefully selected after a thorough study. To the best of
our understanding this is the most sustainable, regenerative, safe (no known side effects)
of all the initiatives we explored.

We will commence Project Seagrass donations in 2026.
We belong to the Aotearoa New Zealand Sustainable Business Council (SBC) and

colleagues presented at both the 2025 global Inner Development Goals (IDG) Summit and at
the B Corp Summit in Australia.
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https://drive.google.com/drive/u/2/folders/1ZGKZYuWpbqv4rfCDNs4gJfFk0ZTOOmmd
https://www.projectseagrass.org/
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Human Flourishing

Our Business Model: Purpose-Driven Impact and the TILT Foundation

Aligning with our purpose-driven impact business model, in years when Cultivating
Leadership generates a profit, creating surplus funds, the Holding Company Board declares
a dividend to the Tilt Foundation.

The Foundation operates independently to Cultivating Leadership, however for
completeness we are listing the donations made by the Tilt Foundation.

Since 2022, the Tilt Foundation has distributed US$410,000 through eight strategic grants to
three organizations. The Foundation Trustees have been building relationships with ‘Whose
Knowledge?’, George Badiel Foundation, and FRIDA: The Young Feminist Fund. The
Foundation operates a trust-based philanthropy model. In 2025 the Tilt Foundation donated
US$50,000.00 to FRIDA: The Young Feminist Fund, and US$60,000.00 to the George
Badiel Foundation.

The Foundation also committed to donating US$60,000.00 each to Whose Knowledge? and
FRIDA: The Young Feminist Fund in 2026.

In addition to monetary support, Cultivating Leadership colleagues provided pro
bono/reduced fee support to the organisations mentioned above where requested. In 2025
the Foundation developed a comprehensive list of possible offerings to Foundation partners.

Equitable Access to Leadership Opportunities and Support
In order to provide equitable access to leadership opportunities and support we have
continued to make our services accessible to leaders in underrepresented communities.

Reduced Fee work:

In 2025 Colleagues proudly completed a wide variety of work at a reduced fee for many
organizations including those involved in education, climate action, family care, social care,
harm reduction and philanthropy. Our Colleagues worked with 19 organizations providing
US$494,522.66 in services at a reduced fee. If billed at the full fee the cost to the
organizations would have been upwards of US$989,054.12

Pro bono work:

In 2025, 16 Colleagues dedicated their time and expertise to pro bono work with clients
throughout the year. Collectively, they worked 392.5 hours on pro bono tasks. The monetary
value of these services, if billed at their standard professional rates, would amount to
US$318,862.79. This significant sum shows our collective commitment to social
responsibility and making a positive impact in the communities in which we live and work,
beyond our core business activities. As this is based on voluntary reporting by Colleagues,
the amount of pro bono work completed by Colleagues is likely to be higher.
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Public Programmes

Our Public Programme space is where we can make development available to people who
might otherwise not have access, often individuals who do not have access to organisational
training budgets. We do this by offering reasonable registration fees, with discounts to those
who cannot afford the full fee, the discount made is based on individual circumstances.

In 2025 we confirmed the appointment of a permanent Public Programmes Lead, who put
considerable effort into researching and implementing a platform to host our public offerings.
We decided on Mighty Networks.

Our timetable of public offerings has increased significantly, supported by an expanded
cohort of programme leads. We have launched a major new ICF certified course for
coaches.

Growth Edge Coaching courses were attended by 146 participants, with 30% of participants
receiving a fee discount. Other public offerings saw 71 people attend a free webinar, and 38
people attended other paid courses with 29% receiving a fee discount.

With the addition of dedicated marketing resources, we designed and executed marketing
campaigns to support each course/public program, ensuring that we were putting the right
information in front of the right people, rather than trying to push these learning opportunities
on a mass-market. Our main goal in marketing was to spread awareness about the courses
and their underlying frameworks/ideas.

Creating Workplaces for Human Flourishing
We continued to focus on human flourishing in 2025 by:

Reviewing our internal promise. The review of our internal Promise commenced in
2025, with a major exploration of “our thriving” as a business and the people who make
up that business. Led by an internal team we surveyed on a number of issues including
flourishing at work, followed by a report and internal opportunities for people to join calls
on the report. This work continues into 2026.

2. Implementing a Whistleblower Policy - this was completed in 2025.

3. Acknowledging, respecting and giving effect to Te Tiriti o Waitangi (The Treaty of
Waitangi)

In 2025 a number of New Zealand based colleagues completed our beginners te reo Maori
(Maori language) course. Our learning was incorporated, shared and showcased at our
annual cultivation in Taupd in March 2025. At this event, a kaumatua who partnered with us,
designed an event that focussed strongly on Manaakitanga, a foundational Maori principle
embodying hospitality, kindness, generosity, and care, aimed at uplifting the mana
(prestige/power) of others. Every step of the event held this concept in mind, from arrival,
participation and farewell. We invited students from a Kura Kaupapa Maori (a school where
teaching, learning, and daily operations are conducted almost entirely in te reo Maori - the
Maori language) to welcome our overseas colleagues on arrival night, to join us to share
their culture, and to talk with us about their love of their indigenous culture and their hopes
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for the future. The students and their kaiako (teachers) were invited to join us in a traditional
feast prepared by Colleagues and a local Kaumatua (elder). The traditional feast is called a
hangrt (heating earth to function as an oven to cook food with steam and heat from heated
stones). Many colleagues found this to be one of the most meaningful and moving aspects
of our time together.

Justice, Equity, Diversity, Inclusion and Belonging

We hold JEDIB at the heart of our values and practice. And we are committed to creating a
community in which everyone has (and feels they have) an equitable opportunity to belong.
Despite the push back some parts of the world are experiencing in this space we continue to
be 100% committed to these principles, both within CL and in our support of the
organizations we work with.

Tracking and Measuring Progress: Identifying Our Baseline and Commitments
to Reach our JEDIB Objectives

It continues to be challenging to see how well we are doing when it comes to representation
across minority categories—especially since some of us stretch across multiple categories.
For now we have settled on comparing the total percentage of females (for example) within
CL to the percentage of females in each earning band. We are encouraged by the data and
will continue to track it.

In 2025 we circulated an optional demographics survey to all members of CL where they
could self declare diversity, to help refine our tracking data. This survey is now part of the
intake process for new colleagues. This means that this year’s data is likely more accurate
than last year’s. It also means that comparing the two years must be done with this change
in mind. The 2025-2026 comparison will be more “apples to apples” than the 2024/2025
comparison.

People in support roles are paid above the living wage in the countries they reside.

We are committed to offering bi-annual learning opportunities for all colleagues on topics
such as equity, inclusive design/facilitation/leadership, diversity, and psychological safety
and belonging. We are also committed to growing the percentage of facilitators who lead
JEDIB projects and diversify the faculty, so it's not the sole responsibility of our faculty from
marginalized identities to lead JEDIB work.

In 2025 we held a session on inclusive facilitation for all colleagues.

Commitment to Analyzing and Closing the Pay Gap across Diversity

We intend to enact more opportunities to foster more equitable compensation plans. It is
incredibly challenging to measure pay gaps because of the nature of our structure. In
Cultivating Leadership people choose the extent of the work they do with us - colleagues
having agency over their time is a core part of the CL agreement, but it does complicate our
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analysis. We will continue our tracking in 2026 with our annual review of colleague earnings
bands for our leadership team to reflect on, and the tracking of earnings across diversity.

Our colleague diversity data points to a meaningful positive trend with particularly strong
increases in the number of females in the firm and people of colour. Between 2024 and end
of year 2025 the number of Colleagues earning through the firm grew from 77 to 81. The
proportion of females increased from 55.84% to 62.96% (+7.12%), while the number of
people of colour increased from 9.09% to 13.58% (+4.49%) and Colleagues identifying as
LGBTQ+ increased from 11.69% to 13.58% (+1.89%). The proportion of people identifying
as disabled held steady in absolute terms, with the percentage shifting marginally from
3.90% to 3.70% — a small decline driven by the increase in overall headcount rather than a
reduction in representation.

@ 2024 B 2025

Females People of Colour LGBTQ+ Identify as Disabled

+7.12pp +4.49pp +1.89pp -0.20pp

Acknowledging ‘Hidden’ Labour in our Workplace

It is well known that females are more likely to step in to do small, “non-promotable” work
like making others feel comfortable, helping others feel included, and even cleaning up after
in-person events. In a geographically scattered environment, some aspects of this hidden
labour are difficult to track, by discussing it we are ensuring that it does not become a
pattern in Cultivating Leadership.

Our JEDIB 5 year plan
We have developed a JEDIB plan for 2026-2031 and this will be the basis for future
reporting.
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