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Our Gender

Last year, we observed minimal changes in the
headline figures for the overall mean and median

pay gaps. However, this year, both figures showed
movement. The mean gender pay gap increased
from 12.2% to 12.9%. On the other hand, the median
gender pay gap significantly improved, dropping from
13.1% to 10.3%. This improvement can be attributed
to improved female representation in the upper pay
quartiles, most notably in the upper middle quartile

improved by 3%.

There are four factors driving our gender pay gap - 1)
representation at senior levels; 2) tenure; 3) overtime
and shift-based earnings, and 4) high-earning areas

& positions.

In February we implemented a Gender Pay Gap
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ment levels, improve diversity in our candidate pool,
and establish enhanced mandatory inclusive

recruitment interviewer training. It also includes the
launch of two new development programs designed

to foster and create future female leaders.

We have also focused on improving the experience

of female employees with young families through

the establishment of a working group led by mothers
with young families, this group has already completed
the review stage of the process and have identified a
number of areas for improvement, and we are in the
process of developing new offerings and enhancing
current processes and policies. We have committed
to specific targets to include a minimum of 40%
female representation in the interview processes,

a 50/50 gender balance for senior appointments,

Pay Gap Report 2024

includes enhanced controls ensuring continued

equity and fairness in the annual pay process and
several high-profile female appointments, particularly
in traditionally underrepresented areas. While we have,
and continue to make some progress, we remain
committed to reducing our gender pay gap and
advancing our efforts in the areas of Equity, Diversity,
and Inclusion. We believe this report further reinforces

daa’s commitment these goals.

S.0- Gl

Siobhdn Griffin
Chief People Officer
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What is the Gender
Pay Gap?

The gender pay gap compares the average pay of
all women in an organisation with the average pay
of all men. It's an indication of whether there’s an
even split of men and women across all role types

and levels

Is it linked to
Equal Pay?

No, equal pay is about ensuring men and women
in similar roles are paid the same amount, in line
with their skills and experience. daa is committed
to equal pay, and already take measures to ensure

we pay all employees fairly and equitably..

daa’s Gender Pay Gap Journey from 2022 to 2024.
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Our pay gaps figures versus 2023

GPG GPG

Mean Hourly Pay 12.90%
Median Hourly Pay 10.30%
Mean Hourly Pay (Excl. Overtime) 10.80%
Median Hourly Pay (Excl. Overtime) 5.60%
Mean Hourly Pay (Temp) -3.90%

Median Hourly Pay (Temp) -2.90%
Mean Hourly Pay (PT) 12.80%
Median Hourly Pay (PT) -6.90%
Mean New Hires 12.40%
Median New Hires 2.40%
Mean Bonus Gap 12.00%
Median Bonus Gap 0.00%

GPG 2023 Variance

from prior year

12.20% -0.70%
13.10% 2.80%
9.90% -0.90%
10% 4.40%
2.30% 6.20%
3.20% 6.10%
-14.80% -27.60%
-3.80% 3.10%
5.10% -7.30%
2.20% -0.20%
11.20% -0.80%

0% 0.00%

Causes of our gender pay gap

For the snapshot
period, female representation at Executive level reduced due to the
outgoing CFO being female and the replacement being male.
However, there have been improvements of 1% and 4% in gender
representation at Career Levels 2 and 3 which encompasses Middle
Management to Heads of Function, improving the gender balance

among senior talent.

The average tenure for males remains 19% higher than
that for females, with males having an average tenure of 9.2 years’
service and females having an average tenure of 7.43 years’ service.
Given the nature of collectively bargained roles, compensation struc-
tures are aligned with tenure for two thirds of our employees and is

therefore a material factor in results across our frontline population.

The trend of males earning
more from overtime and shift-based work has continued as positions
in the company that attract a higher rate of pay including both base
and shift premiums due to the nature of work and responsibility in-
volved are more often held by males, examples of this include Trades,

Fire and Police.

Due to continuing
societal norms, some high earning fields in the market e.g. construc-
tion and IT remain male-dominated due to limited female talent in
the market for these positions. However, progress has been made,
particularly in the most historically challenging areas of daa Labs

and Infrastructure over the past year and since the snapshot date.



Pay Quartiles

Female
Representation

Upper quart“e Vs Prior Year.
0.5%

57.4% 42.5%

This year saw some notable improvements in the gender balance
in our pay quartiles, most notably the gender representation for

female improved by 3% in the Upper Middle Quartile.

Benefit in Kind
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Career Levels

CAREER

9.79
10.13

1.29

Male

Female
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Gender Pay Gap Action Plan

Board Representation

Senior Leadership Appointments

we have seen the appointment of a female CPO im- workplace.

Our Talent Acquisition Department have launched a new mandatory
inclusive hiring training program for all hiring managers. S
-
All of our interview panels must now have gender balance as
a compulsory requirement.
To ensure increased gender representation at interview process all 4
interview processes must now have at least 40% female
representation. m
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Reverse
Mentoring

Starting in 2025, each of
our Executive leaders will be
matched with a junior female
employee identified through

our talent programs to provide
perspective on what it’s like as
a female in daa and what could
be done differently to support
female talent throughout
their career.

Gender Pay Gap Action Plan

? ﬁ
Role Modelling
- 30% Club

daa has recommitted
to the 30% club and
will host events and
participate in programs
to champion the promotion
of women in leadership
in aviation.

0 7 daa Gender Pay Gap Report 2024

Women in
Leadership Program

Throughout the course
of 2024 a review has been
undertaken to evaluate the
effectiveness of our existing

programs supporting the
development of
female leaders.

Aviation Operations
Female Development
Talent Program

In 2024 a new program
aimed at developing senior
female leaders in our
operational areas was designed
and launched. This program
aims to bridge the gap in
representation in our
operational roles, which
have historically been
male dominated.

Exec Succession
Planning

We have committed to
identify and develop
potential successors to
a minimum of 50% gender
representation by Q1 2025
for all our executive
leadership roles.




Gender Pay Gap Action Plan -

Support & Flexibility for mothers
with young families
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What’'s next?

This year, we’'ve made strides in addressing our gender pay gap by improving representation across

the organization. However, despite these efforts, the overall median gender pay gap has increased. In
response, 2024 marked the launch of our groundbreaking Gender Pay Gap Action Plan—a transformative
initiative we believe will drive meaningful change both in the short and long term. This plan has already

seen the appointment of many senior female colleagues including at executive level.

Our unwavering focus remains on attracting, developing, and nurturing a diverse and equitable work-
force. Through our Gender Pay Gap Action Plan, we aim to set a new standard in the aviation industry,
ushering in a new era of gender representation and pay equity.
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