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INTRODUCTION

Under the Gender Pay Gap Information Act 2021, Organisations employing more than 50 individuals must 
submit their first Gender Pay Gap report in 2025.

The Gender Pay Gap measures the difference in average gross hourly earnings between men and women 
within a workforce, expressed as a percentage relative to men’s average gross hourly pay.

St. Margaret’s Network takes pride in being an equal opportunities employer. 

We are dedicated to promoting an inclusive environment, ensuring fair and transparent recruitment 
processes, and offering career advancement opportunities accessible to all employees throughout the 
organisation.



The snapshot date for this report is June 22, chosen to correspond with the final pay run for June 2025. As such, the 
reporting period extends from June 21, 2024, through June 22, 2025.

The findings indicate that St. Margaret’s has a mean gender pay gap of 4.69% and a median pay gap of 0.81%, both 
in favour of male employees. In practical terms, this result shows that, on average, men earn approximately 4.69% 
more than women within the organisation.

It should be noted that:

An organisation may uphold an equal pay policy yet still demonstrate a gender pay gap. The existence of such a gap 
does not necessarily imply discrimination or non-compliance with equal pay legislation.

The mean gender pay gap can be influenced by outliers, such as unusually high or low salaries, whereas the median 
pay gap remains unaffected by these extremes. At St. Margaret’s, the median pay gap of 0.81% indicates that the 
typical female employee earns about 0.81% less than her typical male counterpart.

Multiple factors contribute to gender pay gaps, including variations in occupational roles, career progression 
opportunities, the allocation of full-time and part-time positions, caregiving responsibilities, and requirements to 
work unsociable hours.



DATA AT GLANCE:

 HEADCOUNT

As of 22nd of June 2025, there were 121 number of 
employees at St. Margaret’s Network; 86 female and 
35 male.
_____________________________________
The number of full-time male employees were: 30
The number of full-time female employees were: 64
_____________________________________
The number of part-time male employees were: 4
The number of part-time female employees were: 10
_____________________________________
The number of relief (temporary) male employees 
were: 1
The number of relief (temporary) female employees 
were: 12
______________________________________

Please Note: 

1. The definition of  “part-time employee” is provided in S.7 of 
the Protection of Employees (Part-Time Work) Act, 2001

2. Relief employees are not considered permanent employees and 
are paid at a different hourly rate to part-time and full-time 
employees. These employees’ gender pay gap information will 
be reported under ‘Temporary’.

Number

Female

Male

0

10

20

30

40

50

60

70

Full-time Part time Relief

Chart Title

Female Employees Male Employees



REPORTED METRIX:
THE FINDINGS OF THE GENDER PAY GAP CALCULATIONS AT 

SNAPSHOT DATE:

Please note:

The hourly remuneration data reflects the 
total hours worked at the base pay rate, 
including any:
• sick pay,
• on-call payments,
• sleepover allowances,
• twilight shifts,
• double payments for Sundays and public 

holidays,
• as well as any form of leave.
This total is then divided by the number of 
hours worked during the specified period.

Gender Pay Gap in: Mean Median

Hourly Pay (All Employees)

Hourly Pay (Part-time)

          4.69 %
         
          -3.34 %

     0.81%
     
     -4.98%

Hourly Pay (Temporary) 10.96% 8.46%

Bonus N/A N/A

Benefit in Kind N/A N/A



MEAN & MEDIAN CALCULATIONS

The difference between the mean hourly remuneration of relevant employees of the male gender and that of 
relevant employees of the female gender must be expressed as a percentage of the mean hourly remuneration of 
relevant employees of the male gender and is to be determined as follows:

(A - B) / A x 100 
Where: ‘A’ is the mean hourly remuneration of all relevant employees of the male gender 
 ‘B’ is the mean hourly remuneration of all relevant employees of the female gender

The difference between the median hourly remuneration of relevant employees of the male gender and that of 
the female gender must be expressed as a percentage of the mean hourly remuneration of relevant employees of 
the male gender and is to be determined as follows:

( A - B) / A x 100
Where: ‘A’ is the median hourly remuneration of all relevant employees of the male gender
 ‘B’ is the median hourly remuneration of all relevant employees of the female gender.



HOURLY REMUNERATION QUARTILES

Gender
Lower          Lower Middle      Upper Middle         Upper
                    

Male 23.33(%)              30(%)                  30(%)                  32.25(%)

Female 76.67 (%)             70(%)                  70(%)                  67.74(%)
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Male Female



QUARTERLIES CALCULATIONS

Employees will be ranked according to their hourly pay, arranged from lowest to highest. 
This list will then be segmented into quartiles: lower, lower middle, upper middle, and upper.

The percentage of male and female employees within each quartile must be calculated as follows:

Percentage of male employees in each quartile:

  A/B x 100
Where:
 ‘A’ represents the number of male employees in the specific quartile pay band
 ‘B’ represents the total number of employees in that quartile pay band.

Percentage of female employees in each quartile:

  A/B x 100
Where:
 ‘A’ denotes the number of female employees in the specific quartile pay band
 ‘B’ denotes the total number of employees in that quartile pay band.



OUR GENDER DATA EXPLANATION AND 

ANALYSIS

In 2025, St. Margaret’s reported a mean Gender Pay Gap of 4.69%, indicating that the average 
hourly wage for men exceeded that of women by 4.69%. 

The median Gender Pay Gap for the same period was 0.81%, reflecting a slightly higher 
median hourly rate for men compared to women.

The data demonstrates that overall hourly pay between male and female employees is largely 
comparable. The mean Gender Pay Gap is primarily affected by higher earners within the 
male cohort. It is important to note that the mean Gender Pay Gap represents the average pay 
for both genders; this metric can occasionally be skewed, as women are more likely to work 
fewer unsociable hours (such as weekends, bank holidays, and night shifts).

A median Gender Pay Gap of 0.81% at St. Margaret’s indicates that the typical female 
employee earns approximately 0.81% less than her male counterpart. Analysis of pay 
quartiles—dividing employees into four equal groups according to hourly pay—provides 
further insight into the distribution of male and female employees across different pay levels.

It should also be recognized that gender pay gaps may fluctuate on a monthly basis, both for 
mean and median income, as well as across quartile bands. These variations often result from 
changes in headcount, staff turnover, and shift patterns. Consequently, such figures do not 
necessarily indicate systemic shifts in workforce composition.

During the reporting period, no employees at St. Margaret’s Network received bonuses or 
benefits in kind.



OUR GENDER DATA EXPLANATION AND ANALYSIS

Reasons for Gender-Based Differences in Remuneration:

A positive gender pay gap within an organization does not indicate that women are compensated less than men for 
performing the same role. 

Instead, pay disparities between genders can be attributed to a range of complex factors, such as variations in the 
distribution of higher-paying roles or the uptake of additional working hours with associated allowances. 

Notably, even a small group of highly paid employees can influence the organization's overall average pay figures.

The healthcare sector has traditionally been female-dominated, and our current workforce reflects this, with women 
representing just over 70%. 

Upon further analysis, it is evident that many female employees continue the societal trend of utilizing flexible work 
arrangements, including reduced hours or extended periods of unpaid leave. 

This pattern is often influenced by domestic, caregiving, and family responsibilities, which largely fall to women and can 
affect their participation in the paid workforce, particularly regarding availability for non-standard working hours.

These societal dynamics are mirrored in St. Margaret’s mean and median hourly gender pay gap statistics; a significant 
proportion of part-time positions at St. Margaret’s Network are held by women. 

When comparing the mean and median pay of part-time female employees to their male counterparts, the gender pay 
gap narrows considerably, even resulting in a negative gap. Specifically, average pay for female part-time workers was 
3.34% higher than that for male part-time employees.

 



OUR GENDER DATA EXPLANATION AND ANALYSIS

Temporary (Relief) employee contracts represent a type of reduced work hour arrangement, wherein staff 
members indicate their availability and may accept additional shifts as they become available.

Data from this report show that, on average, male temporary employees earn approximately 10.96% more 
than their female counterparts. 

However, it should be noted that these figures are highly sensitive to the group’s composition; for example, if 
only one male is employed in a temporary position, this significantly influences the reported gender pay gap 
for temporary employees.

Generally, the gender pay profile is influenced by a variety of factors, including overall headcount, timing 
and effect of labour turnover, flexible working arrangements, unsocial hours worked predominantly by men, 
and promotion activities.



ST. MARGARET’S ONGOING ACTIONS & 

COMMITMENT TO THE FUTURE
We are dedicated to maintaining a recruitment process that is unbiased, ensuring equal 

opportunities for career advancement into senior roles for all genders.

Recognising the importance of attracting and retaining talent, we continue to advance flexible 

working arrangements—including part-time positions and various leave options—to promote 

work-life balance, which remains a key aspect of our organisation. 

While these initiatives are valuable, it is essential to continually monitor them to mitigate any 

unintended negative impact on women's career progression.

Our commitment extends to providing ongoing learning and development opportunities for 

both new and long-standing employees. 

Through initiatives such as our Scholarship Programme and study leave, we consistently invest 

in our workforce, enabling all individuals to realise their full potential. We offer a range of 

learning and flexible work measures to support employees regardless of gender.

The data presented in this report will inform St. Margaret’s future strategies and procedures, 

helping us to foster an increasingly dynamic and inclusive workforce. Our commitment to 

equality and opportunity supports career development and growth for everyone within the 

organisation.



SOURCES OF REPORTING AND PUBLISHING 

REQUIREMENTS:

• Gov. ie : 
How to report on the Gender Pay Gap

• Gender Pay Gap Information Act 2021
https://www.irishstatutebook.ie/eli/2021/act/20/enacted/en/html

• Gender Pay Gap information reporting:
Gender Pay Gap Information Reporting: Your questions answered (Employers)

• How to calculate the gender pay gap
How to calculate the gender pay gap metrics: Guidance note

• Gender Pay Gap Portal:
Home · GPG Public

• In 2025, all employers with 50+ employees must publish their reports to their own websites 
as well as on a centralized reporting database, by the end of November 2025.  The exact date 
in November is determined by the ‘snapshot’ date established in June.

• St. Margaret’s Network’s snapshot date was the 22nd of June, therefore the Gender Pay Gap 
report must be published by or on the 22nd of November, 2025.

• The reports received from employers will be published and will be accessible to members of 
the public to see, compare and review in 2026.

https://www.gov.ie/en/department-of-children-disability-and-equality/campaigns/how-to-report-on-the-gender-pay-gap/
https://www.gov.ie/en/department-of-children-disability-and-equality/campaigns/how-to-report-on-the-gender-pay-gap/
https://www.gov.ie/en/department-of-children-disability-and-equality/campaigns/how-to-report-on-the-gender-pay-gap/
https://www.gov.ie/en/department-of-children-disability-and-equality/campaigns/how-to-report-on-the-gender-pay-gap/
https://www.gov.ie/en/department-of-children-disability-and-equality/campaigns/how-to-report-on-the-gender-pay-gap/
https://www.irishstatutebook.ie/eli/2021/act/20/enacted/en/html
https://www.gov.ie/en/department-of-children-disability-and-equality/publications/gender-pay-gap-information-reporting-your-questions-answered-employers/
https://www.gov.ie/en/department-of-children-disability-and-equality/publications/how-to-calculate-the-gender-pay-gap-metrics-guidance-note/
https://www.genderpaygapireland.gov.ie/
https://www.genderpaygapireland.gov.ie/
https://www.genderpaygapireland.gov.ie/
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