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NTRODUCT

NSG Environment al Ltd (NSG) is <co
sustaining a positive and support.i
staff, contractors and vVvisitors,
valued and respected.

e at i ng
nNviror

As an employer, we val uexpeéerei epgmdenctigloewsr odr gani

dive_rs?ty and ?nclusi_onThiV\ée ageort"b"}'esentstoour
providing a fair, eqU|t0aathae’anodemuloeag tYhe reasoniln
supportive working envijropnmerpot a)J"pIothés chf’r |n|tiat‘

redected I n our core Vva apes -IahSISGISOUJrISneC%OUr{d repor

Behavioural Charter. report can be found on our we b

OQur aim is to create anr eaga@Emiisead itome tihmgor t ance 0
actively promotes digniKiyngdaempledK) G wderrirvhet nyt,o r
and equality of opportutnrianys feorremdy @amdgedrmsdédrr epay
from discrimination, haocamsderme ntthatort he data report
victimisation of any soand consistent with The EQq

e that every me®bEdehiPa% a5aP planf or mati o

We believ

uni que range of skills,20a3b7i'lities, and
experiences, all of whilrh Gwigilnmud tCGaraged tye r ,
beneodot our business. WeCarexwlgtna rscey tsheartvi ce s ,
employing people from aamwd dRu svtaaiirealyi loift y spo
backgrounds wi |l bring the widest and best
possi ble range of skills, abilities, and
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KEY DEFI NI Tl ONS:

GENDER PAY GAP

The difference in average earnings
across an organisation, expressed

earnings. I't highlights overall pa
di fferences in payAfpostheveamerce

i ndicates that men are pai d m®) e,
percentage means women are paid mo

MEAN GENDER PAY GAP

The percentage difference bet ween
men and women, calcul at ed &bymesaunbt r
hourly earnin@gsahdodi medi ng t haté& di
mean hourly earnings.

SUM OF ALL NUMBER MEAN FEMALE
FEMALE EMPLOYEES 5 OF FEMALE AVERAGE

HOURLY PAY EMPLOYEES HOURLY PAY

THE MEAN
—p HOURLY
DIFFERENCE PAY GAP

SUM OF ALL NUMBER MEAN MALE

MALE EMPLOYEES 5 OF MALE AVERAGE
HOURLY PAY EMPLOYEES HOURLY PAY




MEDI AN GENDER PAY GAP

The percentage difference between the hou
mi ddl e earning man and the middle earning
by subtract i@ngnewldmenn hourly ea namdys fr om
dividing that di&f fremegdcinacre ogurmeyn ear nings.‘

e

LOWEST MEDIAN HIGHEST
HOURLY HOURLY HOURLY
PAY PAY PAY
THE MEDIAN
—_— HOURLY
DIFFERENCE PAY GAP

PAY QUARTILES : \
The division of an organisation's pEa@UdAlgtrPAlYtion into four equal

parts,cemtchi2nsi%mgof t he empl oyees. Thl.lhsé eI § treq rﬂ?\gment to pay men a
the spread of men and women acrosspdelrfffoerelfht RNayrkI eone|eSqua| value. Th
BONUS PAY GAP Equal ity Act 2010 and is distEgaal

Pay does not need to be reported i

The difference in average bonus payHquNrbtvserr’ecae(ivNesdG Be M&MNe &%mmi tted i

women, expressed as a percentage oqurnedr]'istyboArbL{s 2YoMEMIYS ‘as such we a
This highlightaddi sip@ampkensessation beye%’bqoyees.

regul ar salary.

a1
ol



OUR DATA

NSG, established -basé@88BusisBeasU&peci

nucl ear engineering, waste management , &8

solutions for the nuclear i ndustry.

OQur ogures are based on calculations set out in the

annually. This Gender Pay Gap report presents the difference | aver e
and women across the organisation, based on a FIGURE 1 1 0on

PAY QUARTI LES

As an organisation wor ki ndyominn at ¢ d agde dti@wmawe yh
proportion of male employees. As at 5th April en owomen 329 S
gender split Fagguskown i n

| t is to be noted that this is consistent with der
industry. The Nuclear I ndustry Association rep WO ME
22% of the UK nucl ear wor kf orce.

A proport:qonal brheakdow VEN | WOMEN
women wit in eac uart
. q UPPER QUARTILE UPPER MIDDLE QUARTILE LOWER MIDDLE LOWER QUARTILE
84% 82%

| women [ | MEN
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NSG GENDER PAY GAP FI GURE 3
InBea® %

Figurper e3sents the @rgemdesratpay gap, bjs
data snapshot taken on 5th April 202%.
di fference of 22.9% and a median difflerence o 18. 9% et ween

mal e and femal e easmphiogyheeers.s aMeanr i es r ¢|l 22. 9%
number of women at | ower | evels of t organiti satili on ncreases
the male average overall. We are in line with the industry

standard but are working to make i mp ‘M'@%rﬂlt%e%%eqe.ﬂé&ipéﬁegender D
gender pay gap.

BONUS PAY GAP

Bonuses are awarded basgsedtanmn tardadmpl| dyheega ef ore, not al = ees

receive a bonus. Employees who started before Januarﬁ year in
bonus is awarded are eligible to receive a bonus. Thos; RN fron
onwards do not receive a bonus. This is because the b e s o

performance of the previeius tFhinancaadé¢ tYhaatrGYF2(024/202
which new starters wil/ have made | imited or contr
empl oyees and 59% of tot al mal e emplgay.ee ¢ recellved a b

]

MEN WOMEN

EBONUS ONO BONUS EBONUS ONO BONUS ®

FI GUREPRIOPORTI ON OF EMPLOYEES THAT RECE!I VED
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OQur median bonus pay gap is 0% as the bonuse

received by men and women within each quart|j
same. However, our mean bonus pay gap i s 4/
senior managers, heads of departments and
receive a higher proportional bonus t han

As there are more men in these senior ro
on our mean gender bonus pay gap.

Ou bonus median pay gap i s- 0 %; compar
earning men and woman i n our organisa
earned A1 for every Al earned by men

Gender Bonus
Pay Gap
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CLOSI NG T

GAP

UNDERSTANDI NG OUR(Science Technol ogy EnguKneworriknfgoracred recogni ses

GENDER PAY GAP Mat hs) disciplines and noecehniickeaell yc aroeerake on ¢
Th q . tphathUwKays andt thrs contriemsuyeosn stidbidfiftecets,i twshi ch
e gender pay gap 1n eh de |psaypar T h% Of opcaet tfearn sNuacnlde acrar eer pr og

wi der soci et al pattern sha adtronIOOnNgR)

t di t t | It I ¢ ) repor tdeydn airm ckFechbornwarnyjues t o pl a
,SA oo Idng St r u;:hur gf A andzfo 2u6 Nt"h;aat i 't %° goernsder p aye pgeeps erngmaii noend ahcirgpls s s e
O ° © 0ce atora mae Inono 26.0%, dr itvheer epfroerdeo ncioma mrtilbyut es t o

Statistics, natronally,bthteh gende pt Ya 1% %P ofstmeunc tiumr et eocfh nihcealgender

. concen
amgrrg Full trrne empio;G/eaen(?/d Shtroz\her Iparod roles and the | egacy of a
hme ran zercen age IO I. al e "do tnﬁrn' ed 2tales:snt pipeline. ONR
aving ecreasse stow ynoavleyrsrs pashrghlrghts that although
decade. Women remaplrresuamdaard
women now make up 37.8% o .

in high paid OCCUDatlonso’rkaforceh,eteCphnical rol

. : . pmec h Typically
wi dens signiocantly among emp oh egeh 2y . rem

argely mal e

40 and over, reodecting ,car.eer pro ressron . )

) domi nat ed. hese Il ssue sistent -
patterns, occupational choi ces and h e 2 ia
di . . ) tacrfoss t'h e nuclear Sect\ e Oect o S
|sp“ropor _|ona .e |mpacloong c ar € dvelmnoggraphrc X I . A
womeén working | ives. Thtersendstructural
factors create a backdrop in which many

organi sations, partlcuINaSr@yg@'Pr%.%re Bp¥radapngedect
in technical and highlybrsopaedceiraI'insde“ostsre)’ctcohr""s|,Ien
continue to experience tpheer sUKs tndirctl eppay wpad pksf or c e,

a sector where STEM ski.

These societal patterns are strongly ,
where women remaelprr e s re e

mrrlrored wr:hrnhththKtnhucl aflfel ntdu ydrTsI}t

nucl ear sector ae IS Oor'ecnaacyrogsraptphe orV\é'an,

under representation of women in T E _
n"senior roles. Furthe€Qg

9



OUR PLAN OF ACTI ON

NSG i s committed to re
gender pay gap and achi

more representative waorK b
| ) i'nen n

OQur recrul tment procedures ensu

consistent process in |line wit
Once in post, initiatives will be designed to
support and empower our female employees,
and by upholding our values we aim to
. . %T ENGTHENI NG PRIOGMRE&ensure that women ar e
provide equal opportunity or women across _ _
. LEADERSHI P PATHMWAY S represented within our
the business. ,
WOME N |l eadership programmes,
This is our second ear ubl i shin a ender
pay gap report and ?lnany st%%rr?mnqgitrllsa?ClQ/%ns” tatEdpelrtqulsr}naatnlt(fri agnnually
still at an early stage OtuhrefsotcruusCtnuorwali sanodn Cuq Uy ?S%aqqqeqreqsha
. . ; ' rhave histt.orica%lléy éntmh’lﬁ%adg%v fTmeh" &€ €encourage
sustaining and embedding these actions, 0 _ tif tal.ent and pr
. . arid 1299 % $% 0N thhln ‘?rh n3ﬁclaeaer
ensure they drive meaningflu C an%e over the p Iy d,i dev
coming years rather than Iinnqursotdruyc'i n’?; kneeX/v part DIPRGIYS WOQQ( Thvdd ves
strategies t1hat mi ght diIusttereonrgtuhnedneirnmq npeattI'hvt\%ay%or?\ﬁ(%rSE]l a%%sfsf},rf% e
progress already under way technical roles, and tr};\rrcé"éqhd'er\'/te‘?ro'b%lenrtOUte
‘"opportunities that suspcp}b?meﬁo%%CQeq'% WIEN (W

Nucl ear

progression.
To support this, NS G W%nqll%%etsrq%k the prog
enhance devel opment o'p’bto?tfﬂ%ﬁ‘%lse%”'f%r roles
women through targete%alfqea|(?1lfrngpr°gress tow
mentoring, and structU%?'e% taael aerrcbepqneg]efnder r
pat hways designed to \%'tn'dnc '?u%d%'%%%r pay'q
capability, and V|S|b§"l'§tt‘:§/' %ecqoas%p %aeCh wi |
organi sation. These m‘%%@%r?eesnte%rsum%(; and ha
women have equitable Sa%%%%rst?% rt(ﬁ"éte to adv
skills and support recqaurereerds’tou tror’aqtesly he
i nto senior and technqec'};\qerroqae% gap by shif
representation at s
Looking ahead, NSG wiII continue to 10




CAREER CASE STUDY:

DR FI ONA KEEGAN
HEAD OF COMMERCI AL

| v e wor ked at NEG 290 o/r 11 2 etoufr ned to NSG as a Project
|l was the only

the | ast 21 yea'\’r‘a§ag(e\Fvi tAlh tghe time _
return t o uni v e§1?lte PrtobechMaap.ager N the.
PhD, travelllng“S'”eassf"’?rnkfrég i n a predominantly
which was not wunusual by
_at ot her nucl eatrhlsorcppnat |ne§ny career. Il n 2019 | was
N between) given the opportunity to step into the
| orst worked at NSQ eand 2F0r0cdj/ebc tasMaana@ger rol e on NSG
Technical Ofo0ocer, gabing gnegs te xppreorjieecntceat the time. | felt
i n decommi ssioni ng rseuspepaorrcthedanbdy seni or management and
devel opment . devel oped valuable commercial and
Bet ween 2009 and 20100t ryact aknowledge i n this position.
Senior Project Engi nleemovaetd NShnG oantdhe nCommer ci al Team as
that time wor ked on amaGoymmeersceiaalc hManager at the start of
and devel opment proj2e0c22s aanmndd in 2024 | was promoted to
decommi ssioning pr ojHecads oaft Qouncnheeracri al , which is a senior
Ssites across the coulnetadyer s\\SG &r cleemm.i oNSG
supported my aspir atlieoandse rtsoh ibpe ciosmest i | | predominantly made
a chartered engineerup aonfd nuennd,erb utthet he opportunities are
gui dance afENMNgSIGheeri hgere for more women to progress

Manager | became a GCéhnadr tleeraedd t he busi ness
Me mber of the | MechE in 2011.

11
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