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KIERNAN GENDER PAY GAP REPORT



Foreword

Kiernan Structural Steel Ltd is pleased to present our Gender Pay Gap Report for 2025, in compliance with the ‘Gender Pay Gap
Information Act 2021°’. The data reflects the position of the company on our snapshot date of 30 June 2025, in line with reporting
obligations. Gender pay gap reporting provides valuable insight into the distribution of men and women across different roles within the

business and highlights both areas of progress, and areas where further improvement is needed.

Working in the fabrication and construction sectors, which have traditionally been male-dominated, brings specific challenges
in achieving gender balance. At KSSL, women earn slightly more than men on both a mean and median basis; however, thisis
influenced by the higher concentration of women in professional and specialist roles, coupled with a lower overallnumber of
female employees. This report highlights the proportion of women in higher-paid positions while also emphasising the ongoing

need to address imbalances in mid-level and part-time roles.

This reflects both the strengths and opportunities in our workforce structure, reinforcing the importance of continuing to encourage
female representation across all levels of the business. Our figures highlight the significant underrepresentation of women in

construction roles.
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Gender Breakdown by Employment Status Count of Gender
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On the snapshot date, KSSL employed 129 people in total,
0% comprising 105 males and 24 females. Of the female workforce,

Full Time Part Time Temporary
21 were employed on afull-time basis and 3 were employed part-

time. Among the male workforce, 98 were employed full-time, 5

worked part-time, and 2 were employed on a temporary basis.



Pay Quartiles by Gender
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The quartile breakdown reflects the distribution of men

and women across our workforce.

Women are presentacross all bands butin relatively
small proportions. This shows women are relatively
well represented at the top of the pay scale (Upper
Quartile), which drives the overall negative pay gap
(women earning more than men at the median). This
suggests that while women are less numerous, those

in the organisation tend to occupy higher-paid roles.

However, their low representation in the Lower Middle
and Upper Middle Quartiles highlights a structural
imbalance, with fewer women in mid-level technical or

supervisory roles.
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Gender Pay Gap
*Mean (All employees): -5.42% (favouring females)
*Median (All employees): -12.87% (favouring females)
Median - Al “Mean (Part-time): 32.16%
*Median (Part-time): 38.74%
No Bonus Pay formed part of employee
Mean - All remuneration on the snapshot date.

Mean - Part-time

Median - Part-time

-10% 0% 10% 20% 30% 400



Employees Receiving BIK
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In terms of reward, no bonuses were paid to
employees in the reporting period.

However, 8.57% of men and 4.17% of women
received Benefits in Kind, all of which related to
company cars. This reflects the fact that

more men occupy roles involving regular

travel to sites or client-facing responsibilities.

This pattern reinforces the wider structural
imbalance observed in the quartile data, where
women are less prevalent in technical,

supervisory, and site-based positions.



Workforce Profile and Gender KKERNANSTEEL
Representation

It is important to understand that the company operates as part of a wider group of companies.

Kiernan Structural Steel Ltd (KSSL), as the parent company, houses the majority of administrative, clerical, technical, and professionalfunctions, including
HR, Finance, Engineering, and Quantity Surveying. These types of roles typically attract greater female participation, and as a result, women are more strongly
represented in KSSL compared to the other companies.

In contrast, Kiernan Structural Steel Contracting Ltd (KSSCL) and Green Rock T/A Kiernan Site Services are made up almost entirely of contract managers,
site-based operatives, and general labourers. These positions remain overwhelmingly male-dominated, both within our business and across the wider
construction industry. This structural context has a significant impact on the gender pay gap results, as the majority of employees in KSCL and Green Rock are

male, while KSSL has a more mixed workforce with stronger female representation in professional and clerical roles.

However, despite this relatively stronger female presence in KSSL, challenges remain. Women are underrepresented in mid-level technical and supervisory
roles, creating a “missing middle” that limits progression pathways and impacts the overall balance of the workforce.

In addition, part-time female employees earn significantly less than their male part-time counterparts, pointing to an area of concern that requires closer
examination.

Finally, men are more likely to receive Benefits in Kind, reflecting their higher representation in roles requiring regular site travel or client-facing work.



Addressing the Challenge KKIERNANSTEEL

KSSL is committed to attracting, retaining and developing female talent within the industry. In order

to improve year on year, we will take the following steps:

Launch a Return to Industry initiative designed to attract experienced professionals who have taken a
career break.

Promote careers in engineering, construction and manufacturing to young students through the
interactive STEAM-in-a-box program for schools.

Ensure that all policies and procedures are free from gender bias.

Promote equal access to opportunities, ensuring transparent selection criteria and consistent
evaluation processes.

Sponsor annual scholarships for students in Engineering, Health & Safety and Quantity Surveying
courses at Irish universities.

Continue to strengthen our apprenticeship partnership with SOLAS.
Continue our active participation in Women in Construction Ireland (WICI).

Broaden our Health & Wellbeing focus to include dedicated initiatives around women's health and
financial wellbeing.



