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an even split of men and women across all role to equal pay, and already take measures to

types and levels. ensure we pay all employees fairly and equitably.

Progress Mean and Median Hourly Pay (2022-2025)

———— Mean Hourly Pay
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t is the Gender Pay Gap?

GPG

Mean Hourly Pay

Median Hourly Pay

Mean Hourly Pay (Excl. Overtime)
Median Hourly Pay (Excl. Overtime)
Mean Hourly Pay (Temp)

Median Hourly Pay (Temp)

Mean Hourly Pay (PT)

Median Hourly Pay (PT)

Mean Bonus Gap

Median Bonus Gap

Mean New Hires

Median New Hires

GPG GPG VS
2025 2022 2022
9.5% 12.2% 2.7%

Not reported

Not reported
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Representation at senior levels: Tenure: Overtime and shift-based earnings: Disciplines with low female representation:
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Gender Pay Gap Splits

UPPER e 96.0% | 98.2%

MALE 644 300 FEMALE EMPLOYEES . EMPLOYEES

NOT RECEIVING . NOT RECEIVING
MALE 572 372 FEMALE

BENEFIT IN KIND - " BENEFIT IN KIND

MALE . FEMALE

MALE 532 412 FEMALE

MALE 542 401 FEMALE
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Gender Pay Gap Action Plan

Senior Leadership Appointments

Interviewer Training

U Ve @ @

ded in onboarding.

All daa interview processes now contain at least one female interviewer
as part of the interview process.

To ensure increased gender representation at interview process all
interview processes must now have at least 40% female representation.
In H1 2025, 86% of processes included female candidates, showing
progress in this area
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Senior Leader Mentoring

High potential female talent
at all levels identified during
our annual talent management
process are matched with
senior leaders to provide
mentoring and coaching.

Women in
Leadership Program

Following successful
completion of 2 female
leadership development

programmes over the past
2 years, we are launching
another programme in
Q4 2025 focused on early
female talent across
the organisation.

Executive Leadership
Programme

Following successful
completion of 2 Executive
Leadership Development

programmes, we have launched
a further programme in Q4
2025 with 50/50 gender
representation.

Executive Succession
Planning

Through our annual Talent
Management process, we
are committed to identifying
and developing female
leaders with the aim of
achieving an even gender
balance of potential
Executive successors.
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Together, these initiatives reflect our ongoing efforts to create a workplace where all employees feel seen, supporte matter where they are in life’s j
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What’s next?

In 2025, daa made strong and measurable progress in reducing our gender pay gap, driven by improved
representation across the organisation and the continued implementation of our Gender Pay Gap Action
Plan, launched in 2024. Our focus and commitment has driven increased female representation at
senior levels, contributing to a more balanced leadership pipeline. The plan includes targeted actions
across recruitment, career development, policy reform and data transparency, all designed to address

structural barriers and accelerate change. Our focus remains on attracting, developing, and retaining

a diverse and equitable workforce. By embedding inclusive practices and setting clear accountability

measures, we aim to lead the way in gender representation and pay equity within the aviation industry.
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