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Gender Pay Gap Report 2025

South Dublin County Partnership CLG (SDCP)



1. Introduction

South Dublin County Partnership (SDCP) is a local development company that combines a place-based approach
with a strong commitment to engaging with people and communities across South Dublin. Working in collaboration
with partner organisations. We strive to tackle poverty and social exclusion, focusing on the most vulnerable groups
in our society. We are dedicated to fostering a workplace that champions equality and diversity at every level.
SDCP currently employs 120 staff members across offices in Tallaght, Clondalkin, and Lucan. This report represents
our first gender pay gap analysis, covering the period from 23rd June 2024 to 24th June 2025. It presents our gender
pay gap figures and outlines the actions we are taking to promote fairness in pay and equal opportunities throughout
our organisation.

2. What is the Gender Pay Gap?

Gender Pay vs. Equal Pay

Gender Pay Gap refers to the difference in average earnings between men and women across an organisation.
Equal Pay means men and women are paid the same for doing work of equal value. The gender pay gap does not
imply unequal pay for equal work.

The Meaning of the Gender Pay Gap

The gender pay gap compares the average hourly pay of men and women across the organisation. It highlights the
overall distribution of men and women at different pay levels rather than differences in pay for the same roles.

Mean and Median Explained

Mean: The average hourly rate when all pay rates are added together and divided by the number of employees.
Median: The midpoint hourly rate when all employees are lined up from lowest to highest paid.

Quartile Bands

Employees are ranked from lowest to highest paid and divided into four equal groups (quartiles). This helps show
the proportion of men and women in each pay band.

3. Our Figures

Snapshot date: 24" June 2025

Ordinary Pay — Hourly Rates

Measure Male Female Difference (%)
Mean hourly rate (all | 25.62 25.15 1.83
employees)

Median hourly rate 24.70 24.70 0

(all employees)




Mean Hourly Pay n/a n/a
(temporary
contracts)

n/a

Median Hourly Pay | n/a n/a
(temporary
contracts)

n/a

Mean Hourly Pay 23.19 25.26
(part-time
employees)

-8.93

Median Hourly Pay | 23.19 25.47
(part-time
employees)

-9.83

Pay Quartiles

Quiartile % Male % Female
Lower Quartile 48 52

Lower Middle 49 51
Quiartile

Upper Middle 51 49
Quiartile

Upper Quartile 57 43

Bonuses and Benefits in Kind (BIK) — not applicable

Benefits in Kind

Measure % Male Employees % Female Employees
Proportion Receiving a Bonus | n/a n/a
Proportion Receiving n/a n/a

4. Explanation of Our Pay Gap

SDCP carried a gender gap audit based on date between 23" June 202 to 24" June 2025. The gender pay gap refers

to the difference in average earnings between men and women across the organization.




The organisation’s gender pay gap reflects the distribution of employees across different roles rather than unequal
pay for the same work. Women make up the majority of the workforce and are also more highly represented in
senior and higher-paid positions, including managerial roles. As a result, the average pay for women is higher than
the average pay for men.

The organisation currently employs very few men, and those in post are primarily working in lower-graded roles
due to the nature and requirements of their positions. This structural difference influences the overall pay gap.
The reported gender pay gap therefore does not indicate pay inequality; instead, it reflects the organisational
profile, where women hold a greater proportion of higher-salary roles.

This gap reflects the overall distribution of roles and responsibilities within the organization, rather than differences
in pay for the same work. We are committed to maintaining equal pay for equal roles and continue to review our
recruitment, promotion, and development practices to further reduce this gap.

SDCP follows fair and transparent recruitment procedures and applies salary scales based on staff qualifications
and experience.

5. Implementation Plan

SDCP is to focus on sustained, long-term measures to ensure that no gender-based pay gap exists within the
organization.

Over the next year key actions will focus on five strategic areas: role distribution analysis, recruitment and
promotion strategy, training and awareness, support leadership development opportunities for women, and review
our pay structures to ensure continued fairness and equity.

Contact Information

For further information about this report, please contact:
South Dublin County Partnership

Administration & Operations Department

Tel: 0-450 87 48

Date: November 2025



