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1. Introduction
This report has been prepared in accordance with the Gender Pay Gap Information Act 2021 and the Employment Equality Act 1998 (Section 20A) (Gender Pay Gap Information) Regulations, as amended in 2022, 2024, and 2025.

The report covers the 12-month reporting period from 30 June 2024 – 29 June 2025, using a snapshot date of 29 June 2025. It presents the statutory gender pay gap metrics across all relevant employees and separately for full-time, part-time, and temporary contract employees.

The organisation had 72 employees on its payroll on the snapshot date, exceeding the 50-employee reporting threshold under the 2025 Regulations. Of these, 61 employees had recorded working hours during the reporting period and are included in the hourly pay calculations. The remaining 11 employees were on the payroll on the snapshot date but had no hours worked recorded (These are relief staff that had no hours rostered on the snap date).

2. Workforce Profile
The organisation's workforce on the snapshot date comprised the following:

	Employment Type
	Male
	Female
	Total
	% Female
	On Leave / 0 hrs

	Full-Time
	2
	41
	43
	95.3%
	1

	Part-Time
	0
	9
	9
	100.0%
	1

	Temporary
	3
	17
	20
	85.0%
	9

	TOTAL
	5
	67
	72
	93.1%
	11



The workforce is predominantly female (93.1%), which is consistent with the sector in which the organisation operates. There are no male part-time employees. Of the 72 employees on the payroll, 11 had no recorded hours during the reporting period and are excluded from hourly remuneration calculations but are included in the overall headcount.

3. Summary of Key Metrics – All Employees
The table below presents the statutory gender pay gap metrics across all relevant employees with recorded hours (n=61).

	Metric
	Male
	Female
	Pay Gap

	All Employees with Recorded Hours (n=61)

	Number of Employees
	4
	57
	–

	Mean Hourly Pay
	€21.81
	€21.19
	2.87% ▲ M

	Median Hourly Pay
	€16.80
	€18.97
	12.92% ▲ F

	Mean Bonus Pay
	N/A
	N/A
	N/A

	Median Bonus Pay
	N/A
	N/A
	N/A

	% Receiving Bonus
	0%
	0%
	N/A

	% Receiving BIK
	N/A
	N/A
	N/A



A positive pay gap indicates male employees earn more per hour on average; a negative figure indicates the reverse.

The mean hourly pay gap of 2.87% in favour of male employees is modest, reflecting broadly comparable pay rates across most of the workforce. However, the median hourly pay gap is -12.92% in favour of female employees. This is driven by the concentration of male employees in the lower and temporary pay bands, where the standard hourly rate of €16.80 applies — pulling the male median below the female median, which is anchored in the middle full-time pay distribution.

No bonuses were paid during the reporting period. No benefits-in-kind data was captured in the reporting dataset.

4. Pay Gap by Employment Type
The following table provides a high-level breakdown of mean hourly pay and pay gap by employment category:

	Category
	M
	F
	Total
	Mean €/hr (M)
	Mean €/hr (F)
	Mean Pay Gap

	Full-Time
	2
	40
	42
	€26.82
	€22.16
	17.39% ▲ M

	Part-Time
	0
	8
	8
	N/A
	€21.24
	N/A

	Temporary
	2
	9
	11
	€16.80
	€16.80
	0.00% (no gap)



Note: Where there are no male employees in a category (Part-Time), a gender pay gap cannot be calculated and is reported as N/A.

4.1  Full-Time Employees
Full-time employees make up the largest cohort, comprising 42 employees with recorded hours (2 male, 40 female). One additional female full-time employee had no recorded hours and is excluded from pay calculations.

	Metric
	Male (n=2)
	Female (n=40)
	Pay Gap

	Mean Hourly Pay
	€26.82
	€22.16
	17.39% ▲ M

	Median Hourly Pay
	€26.82
	€19.90
	25.82% ▲ M

	% Receiving Bonus
	0%
	0%
	N/A



The mean hourly pay gap for full-time employees is 17.39% in favour of male employees, and the median gap is 25.82% in favour of male employees. These figures reflect the specific role composition of the two male full-time employees rather than any systemic pay inequality. The two male full-time employees occupy roles at opposite ends of the pay scale, the gap is attributable to role type and grade rather than gender. The pay rates for both roles are commensurate with the responsibilities and requirements of each position and should be considered in that context.

4.2  Part-Time Employees
There are 8 part-time employees with recorded hours, all of whom are female. One additional female part-time employee had no recorded hours. As there are no male part-time employees with recorded hours, a gender pay gap cannot be calculated for this category.

	Metric
	Male (n=0)
	Female (n=8)
	Pay Gap

	Mean Hourly Pay
	N/A
	€21.24
	N/A

	Median Hourly Pay
	N/A
	€21.62
	N/A

	% Receiving Bonus
	N/A
	0%
	N/A



The mean hourly pay for female part-time employees is €21.24, and the median is €21.62, reflecting a consistent pay distribution within this group.

4.3  Temporary Contract Employees
There are 11 temporary employees with recorded hours (2 male, 9 female). A further 9 temporary employees had no recorded hours and are excluded from pay calculations.

	Metric
	Male (n=2)
	Female (n=9)
	Pay Gap

	Mean Hourly Pay
	€16.80
	€16.80
	0.00% (no gap)

	Median Hourly Pay
	€16.80
	€16.80
	0.00% (no gap)

	% Receiving Bonus
	0%
	0%
	N/A



Both mean and median hourly pay for temporary employees are identical at €16.80 for male and female employees, resulting in a pay gap of 0.00%. This reflects the consistent application of a standard hourly rate across all temporary contract staff regardless of gender.

5. Pay Quartile Distribution
Employees with recorded hours are ranked by hourly remuneration from lowest to highest and divided into four equal quartile pay bands. The table below shows the gender distribution within each band.

	Pay Band
	Hourly Range
	M
	F
	% Male
	% Female
	Total

	Lower
	€15.90 – €16.80
	3
	12
	20.0%
	80.0%
	15

	Lower Middle
	€17.37 – €18.97
	0
	15
	0.0%
	100.0%
	15

	Upper Middle
	€18.97 – €21.95
	0
	15
	0.0%
	100.0%
	15

	Upper
	€22.65 – €45.81
	1
	15
	6.2%
	93.8%
	16



The Lower quartile contains three of the four male employees, all of whom are on the standard temporary contract rate of €16.80 per hour. No male employees appear in the Lower Middle or Upper Middle quartiles, and only one male employee (a full-time employee) appears in the Upper quartile. Female employees account for the vast majority of all pay bands, consistent with the overall gender composition of the workforce.

The concentration of male employees in the Lower quartile contributes to the negative median pay gap reported in Section 3 — despite there being a positive mean pay gap — as the male pay distribution is bimodal (clustered at the low temporary rate and at a higher full-time rate), while the female pay distribution is more evenly spread.

6. Bonus Remuneration
No bonus payments were made to any employee during the reporting period from 30 June 2024 – 29 June 2025. Accordingly, the proportion of male and female employees receiving bonus remuneration is 0% for both genders, and no mean or median bonus pay gap arises.

7. Benefits in Kind
No benefits-in-kind were recorded within the reporting dataset for the current reporting period. The organisation will review its data capture processes to ensure that all non-cash benefits — including company vehicles, voluntary health insurance, share options, and similar benefits — are captured in future reporting cycles.

8. Commentary and Context
The gender pay gap figures reported here primarily reflect the composition and structure of the organisation's workforce rather than unequal pay for equivalent roles. The organisation operates in a sector with a traditionally high proportion of female employees, and this is reflected in the 93.1% female workforce.

The mean pay gap of 2.87% across all employees is modest. The negative median pay gap (-12.92% in favour of female employees) arises from the specific distribution of male employees: three of the four male employees with recorded hours are on contracts that placed them in the Lower quartile, while the remaining male full-time employee is in the Upper quartile. This bimodal distribution for males pulls the male median below the female median.

For full-time employees, the mean and median pay gaps (17.39% and 25.82% in favour of male employees respectively) are driven by role composition rather than unequal pay for equivalent work. The two male full-time employees occupy roles at opposite ends of the pay scale, and the organisation is satisfied that pay rates across all full-time roles are set in accordance with the responsibilities and grade of each position.

In the temporary contract cohort, pay rates are entirely equal, with a 0.00% gap on both a mean and median basis, demonstrating consistent application of the standard rate across genders.
Importantly, when employees are considered on a like-for-like basis — that is, where male and female employees are employed on the same pay band or grade — there is no gender pay gap within the organisation. The reported gaps across the overall workforce are attributable entirely to the distribution of employees across different roles, contract types, and grades, and not to any difference in pay between male and female employees performing equivalent work. The organisation is confident that male and female staff at the same level are remunerated equally.

9. Actions and Next Steps
The organisation is committed to monitoring its gender pay gap annually and to taking targeted action to address structural factors contributing to pay disparities. The following steps are planned:

1. Continue to apply transparent and consistent pay frameworks across all employee categories and contract types.
1. Monitor the gender distribution across pay quartiles on an annual basis to track progress over time.
1. Conduct an annual gender pay gap review in advance of the June snapshot date each year and publish results within the statutory deadline.

10. Declaration
This report has been prepared in accordance with the Employment Equality Act 1998 (Section 20A) (Gender Pay Gap Information) Regulations 2022, as amended by the 2024 and 2025 Amendment Regulations. The information contained in this report is accurate to the best of the organisation's knowledge and belief as of the snapshot date of 29 June 2025.
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