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GENDER PAY GAP REPORT

Understanding the
Gender Pay Gap

At Wienerberger Ltd, we are committed
to creating an inclusive and supportive
workplace where all colleagues have
the opportunity to succeed and
progress. We recognise the importance
of transparency and accountability and
continue to monitor and report on our
gender pay gap annually.

The gender pay gap measures the difference between the average
earnings of male and female employees across the organisation,
regardless of role, level, or seniority. It is distinct from equal
pay, which ensures that men and women are paid equally for
performing the same or equivalent roles. The gender pay gap
provides an important insight into how employees are distributed
across different roles and levels within an organisation, and
highlights areas where further progress can be made to improve
representation and balance.

2 WIENERBERGER GENDER PAY GAP REPORT 2024



GENDER PAY GAP REPORT

Our 2025 Results

In 2025, Wienerberger made significant progress in reducing .
its gender pay gap: Number of
male/female
employees

Mean male/female
average
pay/bonus

-+
-+

*  Mean gender pay gap: 1% (2024: 16.1%, 2022: 4.0%)

*  Median gender pay gap: 11.4% (2024: 23.1%, 2022: 12.0%)

This represents a substantial improvement compared to 2024
and reflects a more balanced position in terms of average pay
between male and female employees. To provide a meaningful
comparison, itis important to consider results alongside 2022,
which represents the most recent reporting year unaffected by
the timing of Easter bank holidays. When compared on a like- ()
for-like basis, the 2025 results are broadly consistent with 2022,

indicating that the current position reflects the organisation’s

underlying gender pay gap rather than temporary fluctuations.

This approach ensures that year-on-year comparisons reflect

genuine organisational trends rather than temporary fluctuations £
caused by external factors.

Lowest pay/ Median pay/ Highest pay/
bonus bonus bonus

v

£

Wienerberger Ltd mean gender pay gap Wienerberger Ltd median gender pay gap

o ® ® [
1.0% 11.4%

2024:16.1% | 2022:4.0% 2024:23.1% | 2022:12.0%

3 WIENERBERGER GENDER PAY GAP REPORT 2024



GENDER PAY GAP REPORT

What is Driving Our Results

Akey factor influencing year-on-year variation in gender pay gap
results is the timing of the snapshot date in relation to Easter bank
holidays. In years where the snapshot period includes Easter,
additional payments such as overtime and premium rates can
disproportionately impact male-dominated areas of the business,
temporarily increasing the reported pay gap.

The 2025 reporting period does not include this impact, providing
a clearer and more representative view of the organisation’s
underlying position.

In addition, Wienerberger continues to show a comparatively
higher level of female representation in the upper pay quartile than
industry peers. This reflects positive progress in the representation
of women in higher-paid roles and has contributed to the reduction
in the mean gender pay gap, as increased representation at senior
levels reduces overall differences in average pay.

However, as is typical across the sector, the remaining gender pay
gapisinfluenced by the distribution of employees across different
roles and levels within the organisation. There remains a higher
proportion of male employees in certain operational and technical
roles, which continues to impact overall pay gap measures,
particularly the median.
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Bonus Pay

Wienerberger continues to demonstrate strong levels of
participation in bonus schemes across the organisation. A higher
proportion of female employees receive a bonus compared

to male employees, indicating that access to bonus schemes
isinclusive.

However, this does not translate into equal bonus outcomes.
The mean and median bonus gaps remain higher, with the
median bonus gap at 80.9%. This indicates that male employees
are more likely to receive higher-value bonuses.

The difference in bonus outcomes is primarily driven by

the distribution of employees across roles with differing levels of
bonus opportunity. Roles with higher bonus potential are more
commonly associated with senior or specialist positions, which
continue to be more heavily represented by male employees.

This pattern highlights that the gender bonus gap is influenced

more by role type, seniority, and bonus structure than by access
to bonus schemes.
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%

Females
receiving bonus

%
(o)

Males Y -/ o
receiving bonus

Wienerberger Ltd proportion of males and females receiving a bonus

T4

Females
receiving bonus

86.3%

Males
receiving bonus

72.7%

2024:74.0% | 2023:88.7% 2024:88.7% |

2023:90.6%
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Mean & Median Bonus Gap
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Lowest pay/
bonus

Number of
male/female
employees

Median pay/

bonus

Mean male/female

average
pay/bonus

Highest pay/

bonus

Wienerberger Ltd mean gender bonus gap

48.8%

2024:52.8% | 2023:36.7%

v

£

Wienerberger Ltd median gender bonus gap

2024:68.5%

80.9%

2023:55.8%



GENDER PAY GAP REPORT

Industry Comparison

When compared to industry peers, Wienerberger’s results are
broadly consistent with wider sector trends.

Wienerberger now reports a mean gender pay gap significantly
lower than competitors, reflecting a strong position in terms of
overall average pay balance.

The median gender pay gap has also reduced to a level below
comparator organisations in the most recent reporting year,
indicating positive progress relative to peers.

When viewed alongside the like-for-like comparison with 2022,
this demonstrates that Wienerberger’s current position reflects
both a fair and representative comparison and sustained
progress over time.

While gender pay gaps remain a common feature across the
industry, Wienerberger’s results highlight positive movement,
particularly in improving representation at higher levels of the
organisation.

The bonus gap remains higher than that of competitors,

indicating that differences in bonus opportunity and role
distribution continue to be an area for further focus.
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Mean Gender Pay Gap (%) - 2025-26 Results

wienerberger Peer 1

1.0% 9.1%

2024-25: 16.1% 2024-25:  9.1%
2023-24:  13.2% 2023-24:  16.7%

Mean Gender Pay Gap (%) - Ranked from lowest to highest

wienerberger Peer 2

1.0% 6.9%

Peer 2

6.9%

2024-25:  15.2%
2023-24:  7.1%

Peer 1

9.1%

Peer 3

nWH

9.46%

2024-25: 5.0%
2023-24:  4.0%

Peer 3

.iuH

9.46%
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Looking Ahead

We are encouraged by the progress made in 2025 and the
consistency of results when compared to a like-for-like
reporting year.

We recognise that addressing the gender pay gap is a long-

term commitment, and we will continue to focus on the
underlying factors that influence outcomes.

Our priorities include:

e Continuing to improve gender balance across all areas of
the business

*  Supporting the progression of female employees into
higher-level and higher-paid roles

*  Reviewing reward structures to ensure they remain fair,
transparent, and inclusive

By maintaining this focus, we aim to build on the progress
achieved to date and continue to create a more balanced and
inclusive organisation.
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Lower Lower Middle

Lowest pay

Upper Middle Upper

Wienerberger Ltd proportion in each pay quartile

} Highest pay
B Male Female
Lower Lower Middle Upper Middle Upper
11.00% 20.50%

28.90% 11.40%

88.60%

2024: m 68.00% 1 32.00% 2024: m 88.20% + 11.80%

89.00%

2024: m 88.90% 1 11.10% 2024: m 88.20% 1 11.80%
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