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Interestingly, our median
bonus gap is -68.37%,
indicating a higher median
bonus for female employees
during the reporting period.
This reflects a positive shift in
bonus distribution among mid-
level and support functions.
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ASL Airlines (Ireland) Gender Pay Gap Report

KEY METRICS

A. PAY METRICS
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ASL Airlines (Ireland) Gender Pay Gap Report

ANALYSIS OF RESULTS

Our gender pay gap metrics reflect a range of factors that are typical within the airline industry:

Male employees continue to be highly represented in higher-paying technical and operational
roles, such as pilots and senior engineers. Female employees are more concentrated in
customer-facing positions and administrative roles, which typically have lower base pay.

Role
Representation

Leadership There remains a notable imbalance in senior and executive roles, where male
Pipeline representation significantly outweighs female presence.

A number of flexible or part-time roles—often utilised for better
work-life balance—are predominantly held by women. These
roles tend to impact hourly and bonus-related pay data.

Leadership
Pipeline
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ACTIONS TO ADDRESS THE GENDER PAY GAP

A. PROMOTING GENDER DIVERSITY IN KEY ROLES

! ; @ . Launching targeted campaigns and scholarship programmes to attract more women into
@,U pilot training and engineering apprenticeships.
. Expanding visibility and outreach at career fairs and industry events to encourage female
applicants in technical areas.

B. LEADERSHIP DEVELOPMENT

. Implementing talent development programmes that identify and prepare high-potential
Pﬁé? female employees for senior leadership roles.

. Establishing measurable targets to track progress toward gender balance in leadership.

g C. FLEXIBLE WORK OPTIONS
. Continuing to evolve our flexible work policies, including remote work and job-sharing

arrangements, to support career progression for all employees.

D. PAY AND RECRUITMENT REVIEW

@ @ . Conducting annual pay audits to monitor pay parity across functions and roles.

» Introducing anonymized recruitment practices to reduce unconscious bias in hiring decisions.
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STATEMENT OF COMMITMENT

We are proud to serve as a connector
of people and cultures across the
globe. A diverse and inclusive
workforce is essential to delivering

on that mission. While we recognise
that eliminating the gender pay gap
will take time, we are committed to
transparency, progress, and creating
opportunities for all.

Totwn. Lo

Managing Director
ASL Airlines (Ireland)
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ASL Aviation Holdings

Aviation House,

3 Malahide Road,

Swords,
Dublin

K67 PP52

www.aslaviationholdings.com

AIRLINES
IRELAND



