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Gender Pay Gap Reporting in Ireland



© 2024 Deloitte LLP. All rights reserved. Private and confidential 5

Gender Pay Gap Reporting
Background

A Brief Introduction

The Gender Pay Gap 
Information Act 2021

Reduced threshold to 150 
plus employees in 2024

Updated Regulations 2024
Reduced threshold of 50 
plus employees for 2025

Regulations 2022 with 
first year of reporting for 
companies of 250 plus 
employees

1
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In 2024, the government published updated Regulations, FAQs and a guidance note for gender pay gap reporting in Ireland
In summary, the updates are in relation to the below remuneration elements:
• The expansion of different types of leave to include Adoptive leave per the Regulation
• Slight updates to the calculation of an employee’s working hours, from using 52.18 weeks to 52.14 weeks in the calculation of actual hours
• The classification of remuneration elements to be included as BIK has been expanded to include ‘share options and interests in shares’
• Updated wording around bonus remuneration removes reference to share options and interests in shares which were previously included in the 2022 Regulations

Updated Regulations 2024
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Metrics:

• Mean Gender Pay Gap

• Median Gender Pay Gap

• Mean and Median Gender Pay Gap – Temporary and 
Part Time Employees

• Mean and Median Gender Bonus Gap

• Proportion of male and female employees receiving 
a bonus

• Proportion of male and female employees receiving 
BIK

• Proportion of male and female employees in each 
pay quartile

Narrative:

• Key drivers/reasons for any GPG

• Initiatives/strategies the organisation is 
implementing to reduce any gaps over time

Gender Pay Gap Reporting in Ireland
Understanding Gender Pay Gap

Regulations 
introduced in 2022. 
Snapshot date 
between June 1 and 
June 30, 2024

Employers are expected to 
again disclose their Gender 
Pay Gap via their own 
website in December 2024.
The act also covers 
penalties for non- 
compliance

Regulations apply to any 
employing entity with 150 
or more employees in 2024. 
This threshold will reduce 
to 50 or more in 2025 
(previously 250 or more 
employees in 2022 and 
2023)

Snapshot

Threshold

Reporting

The Disclosures Required

The below summarises the reporting requirements for companies with 150 or more employees (from 2024) under the Gender Pay Gap Information Act 2021 and Regulations 2022 
(Amendment) Regulations 2024.

Ireland’s Gender Pay Gap Reporting Requirements under the Gender Pay Gap Information Act 2021

Disclosures 2023

Overall*

Mean 11.20%

Median 8.40%

Mean Bonus 23.80%

Median Bonus 13.40%

13.10%

12.70%

11.70%

9.20%

6.10%

1.10%

16.10%

16.60%

12.80%

13.00%

12.70%

9.60%

4.60%

21.80%

Financial Services Industry (FSI)

Technology, Media and
Telecommunications (TMT)

Energy, Resources and
Industrials (ER&I)

Life Sciences and Healthcare
(LSHC)

Consumer (Con)

Government Department (GPS)

Hotel Industry **

Mean Median
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*Based on Deloitte’s analysis of approx. 500 companies Gender Pay Gap reports for 2023. 
** Based on the limited number of hotel groups that were required to report in 2023.



The Key Aspects of the Gender Pay Gap Reporting:
What to include in your report
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The Key Aspects of the Gender Pay Gap Reporting
How do you determine if your company needs to report?

Key Terms

Relevant 
employer

A relevant employer is defined as a relevant employer for any year where they have 150 or more 
employees on the snapshot date (2024)

Relevant 
employee

A relevant employees is a person who is an employee for the purposes of the Employment Equality Act 
1998 and is employed by the relevant employer on the snapshot date

Leave
‘Leave’ is interpreted broadly to include annual leave, maternity, adoptive, paternity, parental or shared 
parental leave, sick leave, special leave, any other forms of leave (e.g. study leave or sabbaticals)

Snapshot 
date

The date upon which data will be drawn to carry out an organisation’s gender pay gap calculations. This 
will also be the date upon which organisations will need to assess their employee numbers to determine 
whether they have enough employees to fall into the mandatory reporting threshold (currently 150 or 
more employees). An organisation will have the option of choosing a snapshot date between 1 June and 
30 June, with the reporting deadline being the mirror date in December. From 2025, this mirror date 
will change to November, meaning companies will have 5 months between their chosen snapshot date 
to publish their gender pay gap report
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The Key Aspects of the Gender Pay Gap Reporting
What information will employers need to calculate – How do you calculate your employee's remuneration?

Key Terms

Allowance

An allowance is a sum of money payable to a relevant employee in relation to additional duties of the 
employee; the location of the employee’s place of employment; the purchase, lease or maintenance of a 
vehicle or item used by the employee for the purposes of his or her employment; or the recruitment and 
retention of the employee. It does not include reimbursement of expenditure wholly and necessarily incurred 
by him or her in the course of his or her employment, for example, reimbursement for travel expenses related 
to their work

Ordinary 
pay

Ordinary pay should be calculated before deductions at source, for example income tax. Ordinary pay includes: 

- the normal salary paid to the employee; 
- allowances; 
- any overtime payments; 
- pay for piecework; 
- shift premium pay; 
- pay for sick leave; 
- any salary top-ups for statutory leaves like adoptive leave, maternity leave, paternity leave and parent’s leave; 
- pay for gardening leave 

Allowances include payments for additional duties; related to location; for the purchase, lease or maintenance 
of a vehicle or other item; and, for the recruitment or retention of an employee

For the purposes of calculating hourly pay, redundancy payments can be discounted. Reimbursement for 
expenses, such as travel & subsistence should also be discounted
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The Key Aspects of the Gender Pay Gap Reporting
What information will employers need to calculate – How do you calculate your employee's remuneration? (cont’d)

Key Terms

Bonus 
Pay

Bonus pay should be calculated before deductions at source, for example income tax

Bonus pay should include all bonuses awarded to an employee for the period in question. This 
would include bonus payments in the form of money, securities/shares, or, which relate to 
profit sharing, productivity, performance, incentive or commission

Bonus pay does not include any ordinary pay, overtime pay, or redundancy or termination of 
employment payments

Any payments in the form of securities should be treated as if they were paid to the employee 
at the time the remuneration is provided, and at the nominal value at that point

For the purposes of calculating bonus payments, “securities” have the same meaning as in 
s.64 (1) of the Companies Act 2014 and “nominal value” has the same meaning as s.64 (1) of 
the Companies Act 2014

Benefits 
in Kind

Includes any non-cash benefit of monetary value provided to an employee and for the 
purposes of the Regulations, includes share options and interests in shares. This would include 
the provision of a company car, voluntary health insurance,  stock options, or share purchase 
schemes, exemption benefits (e.g., travel passes, cycle to work) and small benefit exemption 
items (e.g., vouchers)
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The Key Aspects of the Gender Pay Gap Reporting
What information will employers need to calculate – How do you determine your employee’s total hours worked for the year?

There are several ways in which you may need to calculate the total hours worked in the snapshot period

Option 1
Exact Hours Worked are Recorded 

Where the employee’s exact hours worked are recorded for the reporting period, this should be used 

Where exact hours worked are not recorded for an employee, the total hours worked for the reporting period         
may   be calculated using the following methods, as appropriate

Option 2

Employee has normal set working hours

Where an employee has normal set working hours, the number of hours worked in the relevant 12-
month reporting period can be derived from the number of normal working hours in a week under the 
employee’s contract of employment, multiplied by the number of weeks in the reporting period

Option 3 Employee has no normal working hours

Option 4
Employee is paid on the basis of piecework
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The Key Aspects of the Gender Pay Gap Calculations
The Calculations – Hourly Pay

• Identify total amounts paid to employee in period 
(including bonus pay paid in respect of the period)

• Divide this amount by total number of hours 
worked by the employee in the period

• The difference between the mean and median 
hourly remuneration must be expressed as a 
percentage of the mean and median hourly 
remuneration of relevant employees of the male 
gender 

• To get your mean pay gap it is the average 
of the hourly rate of males minus the 
average hourly rate of females/ hourly 
rate of males 

• To get your median pay gap it is the 
median of the hourly rate of males minus 
the average hourly rate of females/ hourly 
rate of males

• Repeat this process for part time employees and 
temporary employees

Hourly Gender Pay Gap
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The Key Aspects of the Gender Pay Gap Calculations
The Calculations – Bonus Pay

• Identify total amounts of bonus pay paid in respect of 
the period

• The difference between the mean and median bonus 
remuneration must be expressed as a percentage of 
the mean and median bonus remuneration of relevant 
employees of the male gender 

• To get your mean bonus pay gap, it is the 
average of the bonus pay of males minus the 
average bonus pay of females/ bonus of male

• To get your median bonus pay gap, it is the 
median of the bonus pay of males minus the 
bonus pay of females / bonus pay of males

• Identify the number of males and females that received 
a bonus in the snapshot period and report as a 
percentage 

• To get the proportion of males receiving a 
bonus, it is the number of males receiving a 
bonus / total number of males 

• To get the proportion of females receiving a 
bonus, it is the number of females receiving a 
bonus / total number of females 

Bonus Pay Gap
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The Key Aspects of the Gender Pay Gap Calculations
The Calculations – Quartiles and Benefit in Kind 

Quartiles 

• Create ranking of employees based on their hourly 
pay 

• Divide this ranking into quartiles and then present 
the number of males and females in each quartile 
as a percentage of the overall number of 
employees in the quartile

Benefits in Kind Ratio

• The proportion of relevant employees of the male 
gender who were paid benefits-in-kind must be 
expressed as a percentage of relevant employees

Quartiles and Ratio of Those Receiving Benefit in Kind
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Strategies to Address your Organisations Gender Pay Gap
Effective and Promising Initiatives

Variable pay higher 
at senior levels

Women are 
over- 

represented at 
more junior 

grades

More males work 
shifts that pay 

premiums

Under- 
representation of 
women in STEM

Gender balanced 
shortlists

Attraction 
& Hiring 
process

Strong focus on 
diverse talent 

pipeline

Job 
descriptions 
with gender- 

neutral 
language

Normalise flexible 
working culture

Programmes 
& Policies

Build culture of 
diversity, 
respect & 
inclusion

Maternity 
coaching, 

supports for 
baby loss, 

menopause 
supports

Sponsorship, 
mentoring and 
development 
opportunities

Progression 
& Development

Improve female 
representation 
in senior roles

Female 
apprentice- 

ships/intern- 
ships in male 
dominated 

sectors

Reasons for 
Gender Pay Gap

Solutions for 
Gender Pay Gap
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Gender Pay Gap Report 
What to include in your report?In
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There is no standardised report required and so there is a lot of variation across companies that have 
reported previously

Deloitte Ireland Gender Pay Gap Report 2023.pdf
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Introduction

Explanation of Gender Pay vs Equal Pay

Summary page of metrics (with year-on-year comparison if applicable)

Key Drivers of the metrics 

Strategies been implemented to reduce the gap overtime      

Generally, reports contain:



Next Steps to Prepare for Gender Pay Gap Reporting 2024/2025
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Gender Pay Gap Reporting
Roadmap to Reporting

• Choose snapshot date 
• Understand previous methodology

• Collect the data 
• Conduct calculations

• Analyse the results
• Identify the key drivers

• Draft report 
• Draft the narrative
• Communications of metrics 

internally

• Finalise Gender pay gap report 
• Publish on company website

July August September-October November-December*1 June
2 4

Break your gender pay gap project into five stages:

Assess the Requirements Complete your Calculations Set your Gender Pay Gap 
Strategy and obtain buy-in

Write your Report

Collect your Data

Report 
Published

Roadmap to Reporting

*Your GPG report must be published no later than the mirror date in December 2024. This will change to the mirror date in November from 2025

2
1 3 5
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Checklist to Help Your Organisation with Gender Pay Gap reporting
The Data Needed to Calculate your Gender Pay Gap MetricsIn
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Useful Links

 Gender Pay Gap Information Act 2021 (irishstatutebook.ie)

 The Employment Equality Act 1998 (section 20A)(Gender Pay Gap   
Information) Regulations 2022 pdf (irishstatutebook.ie)

 The Employment Equality Act 1998 (section 20A)(Gender Pay Gap  
Information)(Amendment) Regulations 2024 pdf (irishstatutebook.ie)

Gender Pay Gap Information Reporting FAQs for Employers
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https://www.irishstatutebook.ie/eli/2021/act/20/enacted/en/html
https://www.irishstatutebook.ie/eli/2022/si/264/made/en/pdf
https://www.irishstatutebook.ie/eli/2022/si/264/made/en/pdf
https://www.irishstatutebook.ie/eli/2024/si/259/made/en/pdf
https://www.irishstatutebook.ie/eli/2024/si/259/made/en/pdf
http://www.gov.ie/pdf/?file=https://assets.gov.ie/295285/1b2108f8-8543-42df-b659-9d4db089c9a3.pdf#page=null
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Strategies to Address Your Organisation’s Gender Pay Gap
Key ConsiderationsIn
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• Based on the results of your 
analysis, devise a strategy to 
address your organisation’s 

gender pay gap

• Conduct analyse to find the 
driver’s of your organisation's 

gender pay gap

• Gather your data

• Conduct your gender pay gap 
calculations 

• State your results

Assess Analyse Take Action

 Ensure data can be gathered from your 
payroll and HRIS systems

 Have your calculations been conducted 
per the legislation?

 What are the drivers of your gender pay 
gap?

 Is it specific to a job family or level in the 
organisation?

 Are there pay equity or representation 
issues?

 Engage with key stakeholders 

 Understand approaches taken in the 
market

 Implement a DEI strategy that aligns with 
your organisation’s culture and goals
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How Deloitte Can Support You and Our Team
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How Deloitte Can Support you
What We Can Offer

The Initial Steps Assurance Gender Pay and Equal Pay Strategies

We can provide a full suite of gender pay gap consultancy services for all types of organisations at various stages in their Gender Pay journey. Whether your organisation is taking 
the initial steps, seeking assurance on their calculations, or are looking to form an effective Gender Pay and communications strategy, we can provide support at every step along 
the way

Services:

• Gather all relevant data 
• Conduct the Gender Pay Gap calculations utilising 

Deloitte’s consultancy expertise and Gender Pay Gap 
tools 

• Review your organisation’s readiness to report

Who is this for?
• Organisations with 150 or more employees and/or 

organisations with 50 or more employees who will be 
required to report in 2025 and want to get of their 
reporting requirements

Services:

• Review the methods employed by your organisation 
to measure its Gender Pay Gap, to ensure 
compliance with the Irish Gender Pay Regulations 

• Review any compliance gaps and risks 
• Review your organisation’s readiness to report

Who is this for?
• Organisations with 150 or more employees and/or 

organisations with 50 or more employees who will be 
required to report in 2025 and want to get of their 
reporting requirements

• Organisations who would like assurance around their 
calculations 

Services:

• Analyse the drivers of your organisation’s Gender Pay 
Gap

• Support in forming your Gender Pay and 
communications strategy 

• Assistance with forming your organisation's 
supporting narrative

Who is this for?
• Organisations with 150 or more employees and/or 

organisations with 50 or more employees who will be 
required to report in 2025 and want to get of their 
reporting requirements

• Organisations who need support in forming their 
supporting narrative 

1 2 3
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Anne Kelleher 
Director, GES, Tax & Legal, 
Head of Reward Services 
ankelleher@deloitte.ie 

+353 1 407 4872 

Billy Burke
Partner, GES, 
Tax & Legal

bburke@deloitte.ie
+35314172924

Jennifer Powell 
Senior Consultant, GES, Tax & Legal,

Reward Services 
jepowell@deloitte.ie 

+353 61 406 701 

Our team
How to Contact UsIn

tr
od

uc
tio

ns
G

PG
 R

ep
or

tin
g 

 
in

 Ir
el

an
d

G
PG

   
   

 
Re

po
rt

in
g

N
ex

t s
te

ps
Q

&
A

De
lo

itt
e 

su
pp

or
t 

an
d 

ou
r t

ea
m

Ap
pe

nd
ix

mailto:ankelleher@deloitte.ie
mailto:bburke@deloitte.ie
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Appendix: EU Pay Transparency Directive
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Summary of the Directive’s key measures to promote pay transparency and equal pay

Gender Pay Gap (Article 9)

Introduces gender pay gap reporting 
across all EU member states for the 

first time

Mandatory equal pay audits (Article 10)

Where reporting reveals an unjustified 
GPG of at least 5%, employers will have to 
carry out a pay assessment (an equal pay 
audit) in cooperation with workers' 
representatives

Recruitment Process (Article 5)

Employers will not be able to ask 
candidates about their salary history 

as part of the hiring process

Right to information (Article 5,7,8 & 9)

Requires job adverts to include pay 
bands, employees are entitled to pay 
data

Equal work and work of equal value pay structures (Article 4)
Employers are required have pay structures in place to ensure that female and male 

employees are paid equally for the same work or work of equal value and use 
objective and gender-neutral criteria 

EU Pay Transparency Directive
Understanding the EU Pay Transparency Directive

Member states are obligated to implement the EU Pay Transparency Directive into their national laws, regulations, and administrative provisions. For all 
Member States, including Ireland, the date for transposition into law is set for the 7th June 2026
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EU Pay Transparency Directive
The difference between Gender Pay Gap Reporting and EU PTD

Gender Pay Gap 

Reporting Requirements
EU Pay 

Transparency Directive

Legislation

Snapshot Date

Publication

BIK 

Thresholds 

Penalties and Fines

(Percentage) (Actual Value)

150 + employees 
from 2025

150 + employees 
from 20271
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services.
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Deloitte Ireland LLP is a limited liability partnership registered in Northern Ireland with registered number NC001499 and its registered office at 27-45 Great Victoria Street, Lincoln Building, Belfast, BT2 7SL, 
Northern Ireland.

Deloitte Ireland LLP is the Ireland affiliate of Deloitte NSE LLP, a member firm of Deloitte Touche Tohmatsu Limited, a UK private company limited by guarantee (“DTTL”). DTTL and each of its member firms are 
legally separate and independent entities. DTTL and Deloitte NSE LLP do not provide services to clients. Please see www.deloitte.com/about to learn more about our global network of member firms.
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