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CIPD IRELAND SUBMISSION TO GOVERNMENT AND THE OIREACHTAS 
COMMITTEE ON JUSTICE AND EQUALITY ON THE GENDER PAY INFORMATION 
BILL, 2019 
 
CIPD Ireland welcomes the Gender Pay Information Bill, 2019, which will require certain employers 
to publish information relating to the gender pay gap (GPG) among their employees and, where 
there is a gap, the measures being taken to eliminate or reduce it. 
 
CIPD, the Chartered Institute of Personnel and Development, is the professional body for human 
resource and learning & development professionals. In Ireland we represent and are the voice of 
6,000 HR and L&D professionals and are part of the CIPD international community of over 150,000 
professionals.  
 
CIPD Ireland, a registered charity, has a mission is to champion better work and working lives. We 
engage with HR leaders and practitioners from Irish and multinational organisations as well as 
academics and policy makers, on dealing with the challenges of the workforce and future workplace.  
 
CIPD Ireland carries out annual research on HR, pay and employment practices in Ireland. Our 2019 
research addressed gender pay gap reporting. We summarise this data and insights, and our 
engagement with HR professionals in Ireland, who in the main will hold responsibility for the 
implementation of gender pay gap reporting and action, to make a submission to the Oireachtas 
Committee on Justice and Equality.  
 
CIPD Ireland published, in March and May 2019, the results of two separate surveys, both of which 
included questions of the HR community (not just our membership) on gender pay gap reporting.  
Below we provide the key results of the two surveys and commentary/risks associated with the 
legislation.  As a UK headquartered organisation, we also draw on our UK expertise on the roll out of 
GPG reporting in the UK. 
 
Pay and employment practices 2019 - CIPD/IRN Private sector survey, March 
2019 
 
In March the annual Pay and Employment Practices Survey 2019 carried out by CIPD Ireland and IRN 
(Industrial Relations News) was published, with over 500 respondents. This covered a small number 
of questions on the gender pay gap. This survey is specifically a private sector survey and not many 
organisations reported calculating or taking action to better manage their gender pay gap. In this 
survey, only 21% of respondents agreed that they calculated their gender pay gap, meaning that the 
majority were ignorant as to the scale of the problem, (though CIPD’s HR Practices in Ireland 2019 
survey later reported a figure of 30%).   
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When all respondents in the Pay and Employment Practices Survey 2019 were asked about whether 
they have a gender pay gap, only 27% responded that they had one.  With a gender pay gap in 
Ireland at a relatively static 14%, and evidence of it across a range of sectors, this indicates the 
current lack of information and insight at company level on gender pay gap analysis, and the high 
level of awareness raising that is needed, particularly at a senior leadership level.  It is likely that 
confusion exists in relation to the gender pay gap and equal pay, and a clear education programme is 
needed. 
 
HR Practices in Ireland Survey, May 2019 
 
CIPD’s annual HR Practices in Ireland survey, published in May 2019, was carried out in conjunction 
with the Kemmy Business School in University of Limerick, and also had over 500 respondents. The 
data was gathered before the Bill was published and explored the GPG and opinions on the 
requirement for legislation in more depth than the Pay and Employment Practices Survey 2019. 
 
The survey had two thirds of respondents in the private sector and one third in the public sector and 
found that 30% of organisations calculated the gender pay gap, up from 20% in the 2018 survey. The 
majority of respondents to the 2019 survey were female (almost 72%) reflecting the feminised 
nature of the HR profession.   
 

CIPD believes that adequate time of up to two 
years has to be allowed following the passing of 
the legislation before GPG reporting is required, 
as the number of organisations currently 
calculating it is low. This time will be needed to 
give employers the opportunity to understand 
their requirements and have the right systems in 
place to record and report on the data. Despite 
the fact that the Government has being 
proposing action on this, GPG reporting is not 
widely understood, and there is still confusion 
about equal pay and the gender pay gap.  A wide 
education programme is needed.   

 
Also, until the actual definitions of pay, etc are produced, companies cannot adequately programme 
their systems to account for the required breakdowns. 
 
 
Overall the CIPD membership is supportive of gender pay gap reporting, in 
order to move the dial on this important topic. Specifics survey findings are 
presented in the next table, alongside the relevant part of the proposed 
legislation.   
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Gender Pay Information Bill, 
2019 - legislative proposals 

Findings from CIPD HR Practices in Ireland 2019, 
and CIPD comments 
 

A. Hourly pay and benefits  
 The mean and median gap in 

hourly pay between men and 
women 

CIPD agrees with reporting based on an hourly rate of pay, 
to provide more differentiation that annualised pay 
reporting. Definitions of pay should align to the National 
Minimum Wage Act to support reporting and minimise 
confusion. 
 

 The mean and median gap in 
bonus pay between men and 
women 

The inclusion of bonuses and shares as part of the reporting 
structure also found support in the survey, with 76% 
agreeing or strongly agreeing that is should be required in 
reporting. 
 
Clarity of definition is required, to take account of hourly, 
weekly, quarterly and annual bonus structures. There is a 
clear need to define bonus payments - what is included, 
what is not included, referred payments. Where bonus 
payments are annualised, not calculated pro rata by hours, 
the GPG can appear greater as more females work part-
time.  
 
Bonus payments were not calculated on an hourly pro-rata 
basis in the UK, so a larger bonus gap is being reported. 
Reporting bonuses on a pro rata basis by hour is a better 
way and likely to be more accurate. 
 

 The mean and median gap in 
hourly pay of part-time male 
and female employees 

In the CIPD HR Practices in Ireland, 2019, 77% of 
respondents agreed that a separate analysis of part-time 
and full-time workers should be included. 
 

 The percentage of men and of 
women who received bonus 
pay 

The percentage of males / females receiving a bonus will be 
a useful indicator. Again, definitions will be vitally 
important. 
 

 The percentage of men and of 
women who received benefits 
in kind. 

In considering reporting on those receiving BIK, analysis by 
the Revenue Commissioners would be a powerful way to 
assess nationwide gender trends. Systems will need to be 
able to take account of regular BIK benefits versus once-off 
and annual payments. 
  

B. Explanations to be provided  
 the reasons, in the employer’s 

opinion, for any gaps  
Over 80% of those surveyed in the CIPD HR Practices in 
Ireland, 2019, agreed that companies should have to 
include an explanatory section in their gender pay gap 
report. The inclusion of a narrative / action plan will add 
value to GPG reporting and is likely to appear in an 
evolution of GPG reporting in the UK. 
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It also supports employers to communicate their GPG 
narrative internally. 
 

 the measures (if any) that the 
employer is taking or proposes 
to take to eliminate or reduce 
gaps.  

The CIPD HR Practices in Ireland, 2019 asked what actions 
organisations can take to address the gender pay gap, the 
responses were mixed. Workplace flexibility was the most 
popular choice (48%), followed by increasing transparency 
in pay and reward processes (41%), educating all 
stakeholders on the impact of the gender pay gap (38%) and 
increasing CEO and senior leadership commitment (36%). 
When we examine the public and private sectors the most 
popular response across both sectors was to increase 
workplace flexibility (52% public and 48% private sector). 

  
 
Further education will be needed on the impact of children 
on the gender pay gap (and the career stage/ age 
consequences) so appropriate mitigating actions can be 
taken. 
 

 the measures the Government 
should take 

When asked about what specific actions the Government 
should take to address the 14% gender pay gap in Ireland, 
almost half of respondents identified childcare subsidies 
(49%), influencing career choice at second level (45%) and 
the introduction of legislation for all organisations to 
produce gender pay gap reports (43%) as the key actions. 
 
Another 28% want support and incentives for organisations 
to close their gender pay gap.  
 

 Cost implications As it stands only 30% of respondents in this survey calculate 
the gender pay gap currently. When the legislation for 
mandatory reporting of this data come into place, the vast 
majority of organisations will need to take action towards 
capturing, calculating and reporting their data, and taking 
action as a result.  
 
This will have cost implications, which have not been 
recognised currently. 
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C. Employers covered  
 employers with 250 or more 

employees at the start 
Three quarters of respondents to the CIPD HR Practices in 
Ireland, 2019 agreed that employers with more than 250 
employees should be required to publish a gender pay gap 
report. 
 

 On or after the third 
anniversary, employers with 
less than 150 employees  

The draft legislation proposes that after 3 years, 
organisation with less than 150 employees should report. 
CIPD believes that a longer pause and full review should 
take place before the regulations apply to those with less 
than 150 employees. This review could be triggered in the 
current regulations, rather than the specification of the 
time line in the legislation. 

In our research, a much smaller percentage, 55% agreed 
that organisations with over 50 employees should be 
required to report. Organisations of 50 to 150 employees 
face additional difficulties: 
 The GPG will suffer high levels of variation, from 

individual changes in positions (eg employee turnover). 
The gender of the most senior individual will have too 
large an impact. 

 Issues such as seasonality and gender distribution will 
have a greater impact. For example, if only 10% are M 
or F, small changes in personnel at any level can distort 
the GPG. Greater gender balance may have more 
impact. This could lead to high levels of year-on-year 
variation. 

 Below 150 employees the capability and expertise to 
implement the regulations will be significantly less. The 
accessibility of the data will be harder. Outsourced 
payroll systems and lack of HR expertise will be more 
common, and the investment and time for systems to 
adapt will require more time and cost. 

 Below 150 employees, the scale of employers to be 
included is much greater and will place more stress on 
the system to monitor and oversee the volume of 
companies. 

 There may also be a case for less onerous or less 
frequent reporting for smaller organisations– a question 
which could be to be addressed in an implementation 
review.  

CIPD believes a full review of the operation of GPG 
reporting and further consultation should take place before 
moving to organisations of less than 150 employees. 
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Regulations under Ministerial 
power 

 

The Minister may choose to bring 
in regulations to cover the 
following, but these are not 
requirements under the Bill: 

Over a third of respondents to the HR Practices in Ireland 
survey 2019 want the Government to provide clear 
definitions, formulae and calculation tools, key instruments 
to enable employers to set up proper calculating and 
reporting systems. 

A third want to see sharing of sample gender pay gap 
reports and good practice, as well as a campaign to explain 
the difference between equal pay and the gender pay gap. 

 the classes of employer to 
which the regulations 
apply (whether by 
reference to the number of 
employees that an 
employer has or otherwise) 

It is necessary to specifically clarify how an employer / 
organisation/ enterprise is to be defined.  It should be clear 
how different divisions and places of work are to be treated, 
including employees not based in Ireland.  These are 
significant as they impact both which employers will report, 
and which employees will be reported on.  

Systems can determine data that is available. Where 
companies have grown by acquisition and operate different 
systems, difficulties in aggregating data emerge. The way in 
which Group companies are to be managed must be 
defined so we get maximum number of companies 
reporting. 
 
It is important to apply the same regulations to both the 
public and private sector organisations, including NGO 
sector. 
 

Reporting It is necessary to clarify who is responsible for reporting, 
both at organisational and individual level.  UK issues 
emerged particularly in the public sector among agencies 
which were funded by larger enterprises and reporting 
responsibilities were unclear.  

 
It is necessary to define clearly where and when GPG 
reports need to be published, namely on both government 
and company web sites. The UK website, https://gender-
pay-gap.service.gov.uk/ is an excellent tool to review the 
GPG reports, and we recommend an approach to the UK 
Government to ‘lift and land’ their web development. 
 

a. the classes of 
employee to which the 
regulations apply 

Definition and description of ‘employee’ under this 
legislation should be provided. This should reflect 
definitions in Irish employment legislation, so employers do 
not have to learn and comprehend another set of 
definitions. Employers should be clear who to include and 
what relationships are excluded. The inclusion of partners / 
directors should be clear. The specification of a date for 
reporting and the way to account for those on protective 
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and sick leave, etc. and employees who have 
started/finished in the year should be clear. 
 

b. the classes of 
remuneration to which 
the regulations apply 

Tools to help analyse and assess pay inequalities need to be 
available, accessible and user friendly.  Standardised 
methodologies and online tools need to be developed and 
freely available to enable organisations to calculate and 
understand their GPG, prior to the timelines for reporting.  
 
Work in the UK, to support the implementation of GPG 
reporting provides examples of this, e.g. 
https://www.gov.uk/guidance/gender-pay-gap-reporting-
make-your-calculations#gender-pay-gap-figures-youll-need-
to-calculate .  CIPD Ireland would propose to replicate our 
CIPD UK  Guide on gender pay gap reporting , but this can 
only be produced when regulations are finalised. 
 

c. how the number of 
employees that an 
employer has is to be 
calculated 

This is an important definition, to clarify the inclusion of 
employees on various leaves, apprentices, casual workers, 
agency workers, overseas workers, partners and directors, 
and should align with definitions in other legislation. 
 

d. how the remuneration 
or classes of 
remuneration of 
employees are to be 
calculated. 

This is similarly important, and like the National Minimum 
wage, defining what is included and excluded is critical. The 
UK chose to exclude overtime because women are less 
likely to work overtime, mainly influenced by caring 
responsibilities. A similar pattern would be expected in 
Ireland. 
 

Regulations the Minister may 
choose to bring in: 

 

 prescribe the form and manner 
and the frequency (not more 
than once a year) with which 
the information is to be 
published, in order to ensure it 
is bought to the attention of 
the employees and the public.  

Frequency of reporting will have to be provided. CIPD and 
over two thirds of those surveyed in the CIPD HR Practices 
survey 2019, (67%) believe this reporting should take place 
annually. 
 
From our conversations with CIPD members, it is 
acknowledged that GPG reports should be accessible on 
both the company and a government website. 
 

 publish the percentage of each 
pay quartile who are men and 
who are women.  

It will be important to define this as two different 
interpretations have emerged in the UK, reducing the 
comparison of the information. 
 

 publish the information by 
reference to job classifications.  

 

The value add of reporting based on job classification needs 
to be seriously reconsidered, as this is substantial work for 
employers and could mean development of pay 
classification systems. While there may be consistencies and 
relativities in roles across the public sector, this across-
organisation comparability does not exist for many roles in 
the private sector, especially in SMEs.  
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There may also be a significant Industrial relations risk for 
companies publicising pay gaps by job classifications. 
Further consultation may add additional insights.  The UK 
approach to reporting by quartile provides a simpler but 
equally valuable approach. 
 
Some information on main sector and county would be 
useful in GPG reports to allow us to build sectoral and 
regional understanding and trends.  Sectoral benchmarks of 
the GPG, not just the national figure, should be enabled on 
the government’s website, as this would help employers 
have an additional comparator and assessment of the 
impact of actions. 
 

Where the Minister makes 
regulations, he/she must set out 
the principles and policies 
underpinning this exercise of 
power.  
The Minister has to abide by the 
principle that employees and the 
public need to have access to any 
information which shows whether 
there are differences relating to 
the remuneration of employees by 
reference to gender. 

This is important so those reporting can understand not just 
the technical details but the unpinning principles.  In year 1 
of reporting in the UK, most UK employers choose to report 
at the last minute, having been given 12 months.  So there 
is a hesitancy to publishing this information, and the 
underpinning rationale will help overcome some resistance. 
 
Over 80% of those surveyed in the CIPD HR Practices in 
Ireland, 2019, agreed that companies should have to 
include an explanatory section in their gender pay gap 
report. The inclusion of a narrative / action plan will add 
value to GPG reporting and is likely to appear in an 
evolution of GPG reporting in the UK. 
 
Visibility of the GPG reports will be important, and the 
reputational risk will help to drive change. As reports 
emerge, females in particular will be better able to choose 
organisations to work for, adding to the pressure for 
change.  
 

Enforcement  
There are three new sections in the 
Employment Equality Act 1998 to 
support enforcement. 
 
In other sections, the Minister will 
be allowed to request the Irish 
Human Rights and Equality 
Commission to consider carrying 
out of equality reviews and the 
drawing up of equality action 
plans. 

Enforcement actions should be permitted to be used to 
provide guidance and sample reports, and lessons learnt 
from enforcement actions.  
 
Equality reviews are a valuable process which should be 
used to identify and promote and publish good practice. 
CIPD is willing to work with Government on this, and 
excellent examples of guidance can be found in the UK, 
including the Equality Commission web site. 
 
In CIPD HR Practices in Ireland Survey, about a third of 
respondents wanted to see sharing of sample gender pay 
gap reports and good practice, as well as a campaign to 
explain the difference between equal pay and the gender 
pay gap. 
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A review of the Act will happen 
before its fifth anniversary. 

This is an important step.  Organisations need to know 
there will be stability of the current formulae and 
definitions for 5 years, in view of the investment needed in 
both systems and capability building 
 
CIPD proposes that specific research is needed before the 
regulations are applied to organisations with less than 150 
employees, to understand process and cost implications. 
 

Financial implications   
A number of Financial implications 
are considered in the Explanatory 
and financial memorandum. 

It is disappointing that no financial evaluation of the impact 
on employers has happened. It argues that this is 
dependent on the drafting of regulations, yet much of what 
will be required under the Act is already clear. This exercise 
should be carried out when the regulations are being 
developed, so the costs are understood before they are 
finalised. 
 
Five areas of costs are identified, with no consideration for 
the costs to be incurred outside the public sector  
It recognises costs to the Exchequer from the requirement 
on State bodies, as employers, to comply with the 
regulations made under the Act. It claims these will be 
small, but no account is given of the systems and time that 
may be required by many Irish business who do not have 
systems or technical expertise in place. 
 
In addition the education of leaders and HR and the 
mechanisms will have a financial impact, and our 
experience in the production of GPG reports shows that 
employers have to invest time and money in the 
communication process, both internally and externally. 
 

 
Overall the CIPD membership is supportive of gender pay gap reporting, in order to move the dial on 
this important topic. Our survey findings are outlined related to the relevant part of the proposed 
legislation.   
 
 
 
 
 
 
 
Mary Connaughton 
Director CIPD Ireland 
June 2019 


