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“Across eland,the gender pay gap remains a significant workforce
challenge. Despite improved transparency through reporting,disparities in

economic resilince, and long-term sustainabily.

At ORS, we ae committed to driing measurable change. Through

practices, we are actively working to reduce disparites within our
organisation.

quiy peaple our

performance, and our contribution to industry standards, ensuring we help.
build a more inclusive and sustainable future”

John Brennan

RS



02 Our commitment & what gender pay gap means

to providing a fai

progress based on merit, contribution, and
a national

capability. Transparency itment. We commit
reporting platform and our own public channels.

What is gender pay gap?

The gender
women across the organisation a5 a whole. I includes allroles and levels. Itis different
me for performing the

same or equivalent work. Equal pay s a legal and ethical reqmremenl and remains our
standard practice.
A gender p 4

pay practi
d job levels.
more women in junior or 2
ey a5 il appecs I the ovral versges,

focus act
progression, and development opportunities.

ORS

Gender

Breakdown

@Female 1 male



03 Executive Summ

“Having been with ORS for five years,

: I have witnessed and also been part
Our 2025 Gender Pay Gap Report provides a transparent of the introduction of strong
overview of ey differences beteen men and women acoss Initatives and systems designed to
i support all employees and
o enable women to access
perating T

broader construction and built environment sector, e Chiedidy
coninue to operate in an industry where female These actions by ORS have
representation, particulrly n technical and senior fols, contributed toa clear increase in

remains lower than the national workforce average. This Bcnior
sector-wide challenge influences the available talent p g .
and contriburtes to gender imbalances at higher pay .

Our 2025 results show a moderate gender pay g Deirdre McShane
aligned with national averages and below typical Associate Director,
sector benchmarks. However, our data shows Building Surveying Lead
representation i the highest pay quartie, whi

primary driver of our reported gap.

In the short term, we e focused on strengthening i
recruitment practices, improving progression visibilty
expanding targeted development supports. Over the longer
our EDI strategy is focused on building sustainable gender
hip devel e
and industry collaboration. z

addressed through a itis
achieved through consistent, measurable, long-term action. This
report outlines the steps we are taking to continue moving
forward

ORS

b




04 Gender Pay Gap 2025

Hourly pay gap
Median
dicat
distibution

Pay gap including bonus

Gender Distribution by Pay Quartile

00

Lower Quartie Lower Midde Quartie
Upper Middle Quartile Upper Quartle
quartie

“The wider

13% lower than men.
epresentation n senior and bonus-weighted roles

© Mean & Median

ORS

senior technical and leadership roles

§ Female 4§ Male



05 What has influenced our gend

Our 2025 gender pay gap remains primarily driven by the distribution of men and
role.

pay
quartile data, female representation is stronger across early-career and mid-level

oles, while senior . This
sructural pattern s the main diiver of both the hourly pay and bonus gaps.

“The wider mean pay gap when bonuses are included reflects the higher
concentration of men in senior leadership, technical specialit, and commercially
accountable roles that attract higher salaries. This pattern s consistent with the
broader construction and tor, where female

senior technical levels remains comparatively low.

Since 2023, ORS h ficant ough
acquisitions. As acquired mms have been tegrted, number o snior \uder: and
principals have joine o salary and
these mles it upper pay

the upper quartile
gender balance and overall pay m metics This effect reflects business growth an
quality

We maintain a more balanced gender profile across graduate, professional, and

stages, in
Sustained levels, therefore, depends

on time.

As our . yearto-year ch der pay gap I

from d changes in Fora
latively small changes in senior i have
Vil mpact on reporied averages. We therefore aseess trends over e alongside
indicators

ORS



06 Closing the Gap

1n 2025, we continued

bty

attraction, support and progression.

Family Support

ALORS, our values reflect a strong

ORS. Our

Leadership Opportunities

ur Career Builder framework provides a
clear

ways,
y
journey. Our family lude
y  adopt Alongside his,
leave top-ups, 3 y

availabe to everyone at ORS. These

employees at different stages of their

security and lexibility our peop

care for thei to
grow their careers.

opor
at oS,

Qy  of attendees on our 2025
/o Leadership Development

Programme were female




Closing the Gap

Investors in Diversity

ORSis o e v nvestors

Expanded Bonus Eligibility

EmpowHER Forum

Based on feedback ployees,
for our bonus

structured

and measurable appmxch to EDIand our

“The EmpoWHER
Forum was an intiative developed bv

commitment

one we are vry proud to support at ons.

the opp from company
where people can v and contrbate fuly. performance. Created to bring women n our industry
together,th forum provides a space to

The and

support one another a5 we navigat the

O 2025 Graduates
O were female

Hybrid and flexible working

ORS supports

clearer link between individual contribution,
A

within

Key feature of this change s the
introduction of a b-annual performance

construction.

bonus,based on parent
performance metrics. By expanding access
ORI ne o e

‘women from across the sector to connect,
hearinspiring perspecives, and take part in
1

organisatior
inclusive znnmav:lv toreward while

ecognising the important ol it plays in
helping employees balance thei professional
and persanal lives. Qur approach s designed
to support the family unit, giving our people

contribute tothe success of the business.

and

development, and professional growth. We
are excited to see the forum continue to

grow.

gow
collaboration, visiiity, and support for
‘women across the industry.



Our approach to Diversity and Inclusion continues to evolve as
our business grows. We remain focused on ensuring that opportunity,
support and development are accessible to everyone across ORS.

-

Representation An Inclusive Environment Positive Influence
By attracting talent from a wide range of Creat voice and partnerships
backgrounds and experiences, we ensuring that people feel safe to share 10 support positive change within our
strengthen our teams and create a more their perspectives, develop their careers sector and the communities in which we

balanced and representative organisation. and thrive within ORS. operate.



Women in Leadership

Workplace
Operations Lead

Building orkplace
Compliance Lead Operations Manager

Senior Finance
Manager

Finance Manager

Health & Safety
Advisor

J




Looking Forward

AtORS, we're incredibly proud to have strong

ronger, and we'e fortunate to
T longH e 5 iy Insping women accss
the business.

Through our EmpowerHer Women in
ConstctonFom au pledge i oris o
promote opportunites for our team i

omen ool Goups Htgnout
the ORS Group and through volunteering.

We are committed to mentoring and inspiring the
next generation by supporting women in
leadership, career development, and those
experiencing bartiers.

Rachel Murray
Director of People & Brand
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