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Introduction

At Fohntech Ireland, we recognise that building a diverse, equitable and inclusive workplace is essential to our

continued growth and success. As a leading provider of specialist technical, engineering and facilities services,
our people are at the centre of everything we do. Their expertise, commitment and ambition drive our company
forward and strengthen the quality of service we deliver to our clients across Ireland.

Our mission is to foster a workplace built on fairness, respect, opportunity and professional development.
Ensuring equal access to career progression and supporting employees at all stages of their professional
journey is fundamental to that mission.

We are pleased to present our 2025 Gender Pay Gap Report, which outlines our gender representation and
pay gap metrics based on the statutory snapshot date of 30.06.2025. This is an important tool that allows us to
measure progress, identify areas forimprovement and set clear actions to further strengthen gender balance
across our organisation.

While our data shows positive indicators in several areas — including a slightly negative mean pay gap,
signalling marginally higher average hourly earnings for women overall — we also recognise where gender
representation varies across pay quartiles. We remain committed to understanding these patterns and taking
meaningful steps to support equality of opportunity at all levels of Fohntech.

We will continue to monitor our workforce composition, invest in employee development, and work
collaboratively with our teams to build an inclusive environment where everyone can thrive.
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What is the Gender Pay Gap?

The Gender Pay Gap is the difference in average hourly earnings between men and women across an
organisation, expressed as a percentage of male earnings. Itis hot a measure of unequal pay for the same role

— which is unlawful — but instead reflects broader patterns of representation across roles, departments and
seniority levels.

Gender Pay Gap reporting is required under:
e The Employment Equality Act 1998 (Section 20A) (Gender Pay Gap Information) Regulations 2022

e The Employment Equality Act 1998 (Section 20A) (Gender Pay Gap Information) (Amendment)
Regulations 2024

These regulations define how organisations must calculate and report their pay gap.
Statutory Reporting Details

e Snapshot Date: 30.06.2025

Employee Data Period: 01.07.2024 - 30.06.2025

o Total Employees: 212

e Proportion of Workforce:

o Male: Share implied from quartiles—exact % not provided

o Female: Share implied from quartiles—exact % not provided

1. Gender Pay Gap Results
Mean Hourly Pay Gap (AUl Employees)
-0.47%
Women earn slightly more than men on average.

Median Hourly Pay Gap (All Employees)
26.31%

The middle-point hourly pay for men is higher than for women.

Part-Time Employees

Metric Result
Mean Hourly Pay Gap (Part-Time) 0.00%
Median Hourly Pay Gap (Part-Time) 0.00%

There is no pay gap among part-time employees.

Temporary Employees

Metric Result
Mean Hourly Pay Gap (Temporary) 0.00%
Median Hourly Pay Gap (Temporary) 0.00%

There is no pay gap among temporary employees.



2. Bonus Data

Proportion of Employees Receiving a Bonus

Gender % Receiving Bonus
Male 0%
Female 0%

Bonus Pay Gaps

Metric Result
Mean Gender Bonus Gap 0.00%
Median Gender Bonus Gap 0.00%

No employees received bonuses during the reporting period.

3. Benefits-in-Kind (BIK)

Gender % Receiving BIK
Male 1.06%
Female 0%

4. Pay Quartiles

Pay quartiles divide the workforce into four equal groups based on hourly pay. This highlights gender

distribution across pay levels.

Quartile Male Female
Upper Quartile 92.45% 7.55%
Upper Middle Quartile 100% 0%
Lower Middle Quartile 98.11% 1.89%
Lower Quartile 88.68% 11.32%

Interpretation

e Fohntech’s workforce is highly male-dominated across all pay quartiles.

e Female representation is lowest in the upper middle quartile (0%) and highest in the lower quartile
(11.32%).

e The negative mean pay gap suggests that the small number of women in higher-paid roles have slightly

higher hourly averages, but the median gap of 26.31% shows that typical female pay still trails male pay
due to distribution.



5. Action Plan
Fohntech is committed to building a more gender-balanced workforce and creating pathways for
equality of opportunity. Our focus areas for 2025-2026 include:
a) Strengthening Recruitment & Gender Representation
e Review recruitment practices for gender neutrality.
o Actively encourage female applicants for technical and supervisory roles.
e Increase visibility of women in engineering and trades through case studies and outreach.
b) Leadership & Skills Development
e Introduce targeted development programmes for women in technical and managerial roles.

e Encourage participation in industry upskilling initiatives, including Skillnet, ETBs and technical
training partners.

c) Enhanced Workforce Data & Monitoring
e Collect more robust diversity data at recruitment and performance review stages.
e Track progression, promotion readiness and training uptake by gender.

d) Inclusive Workplace Policies

e Review and enhance family-friendly policies, flexible working options and supports for those
returning from leave.

e Increase awareness of supports available through HR and line managers.
e) Strengthening Workplace Culture
e Provide training for managers on unconscious bias and inclusive leadership.
e Promote a culture based on dignity, respect and equal opportunity for all.
Conclusion

Fohntech is committed to continuous improvement in gender equality and workplace inclusion. While some of
our results show positive indicators, particularly relating to pay equality among part-time and temporary
employees, we recognise the need to increase female representation across all levels of the organisation,
particularly in technical and senior roles.

We will continue to take meaningful steps to build a more balanced, inclusive and equitable workplace where
every employee has the opportunity to thrive.



