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Introduction

At FLI Precast Solutions, we are committed to building a sustainable future through our work in
infrastructure and water projects around the world. One of our core values is the development and
investment in our people, enabling them to grow and thrive—a key component in maintaining our
position as a go-to supplier for off site manufactured precast concrete solutions.

A key factor in embodying the sustainability we deliver and realising our people values is through the
provision of organisational frameworks that support equality and equity amongst our workforce.

This year marks our first participation in the Gender Pay Gap (GPG) reporting cycle, in line with the
Gender Pay Gap Information Act 2021, which requires employers with 50 or more employees to
calculate and publish their Gender Pay Gap in 2025.

This report covers employees of FLI Precast Solutions only and does not extend to any other FLI Group
companies, including FLI Global.

What is the Gender Pay Gap (GPG)?

The gender pay gap is the difference in the average pay earned by men and women across a workforce.

Note: The gender pay gap is not the same as equal pay which refers to men and women receiving the

same pay for the same or similar work. The gender pay gap demonstrates whether females and males
are represented equally across the levels of an organisation.

Methodology

Under GPG regulations, organisations are required to choose a snapshot day in June of the reporting

year to use as the basis for the report. The snapshot date chosen by FLI Precast Solutions is 30th June
2025. This report will include data on employees of FLI Precast Solutions on this snapshot date up to
12 months prior to this date.

We examine a range of factors in our GPG report, including:

» Gender Breakdown of the Workforce
= Including employees on part-time and temporary contracts.
- Mean Gender Pay Gap
= The difference between the average hourly pay of women compared to men in the business.
- Median Gender Pay Gap
= The difference between the hourly pay of women compared to men at the midpoint of each
gender’s earnings.
« Gender Breakdown in Bonus and Benefit-In-Kind Payments
+ Mean Gender Bonus Pay Gap
= The difference between the average bonus earnings for women compared to men.
- Median Gender Bonus Pay Gap
= The difference between the bonus earnings for women compared to men at the midpoint of each
gender’s earnings.
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Organisation Structures
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Bonus Payments
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Benefit in Kind Payments
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Explanation of Results

The primary reason for our minor hourly remuneration gender pay gap in favour of women is due to the nature of our
business and our organisational shape. We have significantly less women in employment with women consisting of only
10% of our workforce. Such a gender profile is common in construction and manufacturing companies. Of the women
within our business, many hold positions in management and professional services whereas our labour roles are pre-
dominantly held by men.

In contrast we have a larger hourly remuneration gender pay gap in favour of men when we look at part-time and tem-
porary staff. The reason for this is that most of the women we have in part-time employment are in junior labour roles
while the men in part-time employment are in trades or skilled. As noted in the figures at the beginning of the report, at
the snapshot date we had no women in temporary employment which is why we can see a 100% gap in favour of men.

We have a slight bonus gender pay gap in favour of women. This is again attributed to our organisational make up and
having many of our female emplovees holding managerial positions.

Our Commmitments

Ways of Working: We will continue to apply and develop our range of family-friendly and flexible working policies which
promote more inclusive and sustainable ways of working. Any developments will be shaped by employee feedback.

Recruitment and Selection: We will continue to provide equal opportunities to all employees regardless of gender or any

other discriminatory grounds through our internal and external recruitment initiatives including training our recruiters to
protect from unconscious biases.

Data- Powered Improvements: We will utilise the data gathered through this reporting process to reflect on and improve
our policies and organisational structures to ensure equality, equity and fairness for all employee at FLI Precast Solutions
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We confirm the information and data reported are
accurate as of the snapshot date 30 June 2025.

To’m ])oun,me,

Tom Dunne, Managing Director
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