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At Deloitte, we continue to
focus on making leadership

Employee data, excluding Partners )
a space where women can

Frowand thre ool 03 202 20180

This year, we have made
significant improvement in
our gender bonus pay gap.

Gender pay gap 5.0% 4.9% 7.5% 10.1%

Gender bonus pay gap 2.6% 7.2% 12.8% 23.6%

e Gender split by level )
We are proud of the

progress to date and over O O

recent years the steps we

have implemented, and 53% 52%
continue to pursue, have 47% 50% 50% 48% °
been effective. We have also

taken actions that we expect
to yield further progress in Director Management Below Management
the coming years.

We are focused on
addressing the structural
gender gap at the upper
levels of our firm causing
our gender pay gap.

* Our 2018 calculations include Deloitte Northern Ireland and are based on a different methodology, as calculations were done in advance of Irish legislation being published and enacted in 2022. The 2018
calculations are based on target earnings and hours worked, whereas the calculations since 2022 are based on actual earnings and hours worked.
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Deloitte Ireland’s Gender Pay Gap

Behind the numbers

In summary

)

We have a gender pay gap,
and here is why

Our gender pay gap of 5%, as of 30
June 2024, arises because fewer
senior positions within the firm are
held by women, and women in our
management and leadership roles
have, on average, less tenure.

We have strong gender balance
across our firm, but this starts to fall
off in our most senior leadership
group, which includes the grades
attracting the highest level of
remuneration.

A balanced gender distribution right
across Deloitte and giving women
time in role, while continuing our
focus on female hiring and retention,
will in time narrow the gap.
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Our approach

Under the regulations, we are
required to report our gender
pay gap data for each separate
legal entity that has at least
150 employees.

Because we consider it
important to review, and be
transparent about, the picture
for all employees, we have
included all our Republic of
Ireland employees in our
salary and bonus gap
calculations. This includes five
legal entities, some of which
have less than 150 employees.
Deloitte Nl is excluded as it is a
separate legal jurisdiction.

Our gender pay gap has remained almost static
at 5% (1 0.1%)

While this year we are not reporting an improvement in
our gender pay gap, we are confident we are making the
right investments to address the structural gender gap at
the upper levels of our firm (causing our gender pay gap)
and to hold our pay equity (latest review completed in
2022), while progressing towards equal gender
representation at all levels of our organisation.

This year we’ve seen a disparity emerge at some

management grades due to a larger proportion of females
sitting at the lower end of the pay band of specific grades
due to being new in role, negatively impacting our gender

pay gap.

Thanks to focused actions such as enhanced leave policies,
lifecycle supports, and flexibility, we are seeing an
improvement in female retention. We are confident this
will lead to future gap reductions with greater numbers of
women staying and progressing.

Our gender bonus pay
gap has reduced to 2.6%
(4 4.6%)

We are pleased with this
significant progress.

We have clear guidelines for
awarding bonuses encouraging
a proactive, transparent
approach to allocating
performance related bonuses.

We also observed a sizeable
increase in the proportion of
employees receiving a bonus
this year, largely due to growth
in our management group, who
are eligible for bonus.

We are glad to report
significant progress in reducing
our bonus pay gap.
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The Bigger Picture

The ownership of our business

Gender Pay Gap, including Partner earnings )

Our Partners invest into the capital of the firm over their career, growing their shareholding and
sharing in both the risk and reward associated with ownership. Partner earnings are determined
by reference to the level of capital they hold and the firm’s previous year’s profitability.

The gender pay gap legislation does not require us to disclose the earnings gap for our Partners (as
owners rather than employees of the business), however we believe it’s important to be
transparent as gender balance at the Partner level is key in our overall strategy and ambition.

We calculate our GPG including Partner earnings by adding employee remuneration, together with
Partner distributions of profit for the year. While it is an important KPI, it is an imperfect measure
as it is not directly comparable to organisations where everyone is an employee and receives a
base salary and bonus. While the gap is still high, we are travelling in the right direction. Notably
this year 69% of our Partner promotions were female and our executive became gender balanced.
We are continuously focused on increasing female leadership representation across the firm.

Increasing the proportion of female Partners has been a leadership priority since 2012 and is a
long-term commitment which we have been making steady progress towards achieving. We are
working towards a goal of 35% female Partners by 2025, which we are on track to achieve.

2024 2023 2022 2012
33% female Partners 29% 28% 13%
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Closing our Gender Pay Gap

Progress against commitments from last year’s report

Our executive have set a new target to achieve We were proud to offer 100% of our 2023

40% female Partners by 2027. In the interim we returners permanent contracts in March 2024,
will work towards setting a 50% target. with all accepting and continuing their journey
Additionally, we are proud to share that for the with Deloitte after successfully re-launching their
first time our executive is now gender balanced. career with us.

Completed 13 workshops for Partners in 2024, to Following the Gender Balance Partner
build greater leadership awareness of barriers to Workshops, all Partners committed to sponsor at

gender balance and value of sponsorship, with least one female Director or Senior Manager and

each Partner owning a sponsorship action. have been actively engaging with them
throughout the year.

A gender lens has been applied to succession Introduced new policies for women at various life

planning and nominations for development stages, including a Menopause & Menstruation

programmes. Balanced slates are a requirement Policy and a Fertility Policy. We’ve increased our

with no exceptions made. menopause supports and received a Menopause

Workplace Excellence Award.

© 2024 Deloitte Ireland LLP. All rights reserved.

Embedded our panel promise and committed to
ensuring internal panels are balanced; while also
influencing external panels we are part of,
empowering our people to action.

Our Strategy, Risk & Transactions (SR&T) Advisory
Women’s Network has been well established with
5 events last year, providing a network for
females working in this more male dominated
sector.

Increased incentives for recruitment vendors who
source senior female candidates and requirement
to have a gender diverse panel of candidates
before making senior hiring decisions.

w
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Closing our Gender Pay Gap

New commitments for upcoming year

Business Unit Plans to Achieve new Targets

Empowering Part-time Workers
To progress against our new targets at Partner level,

each business area will build out more detailed
business unit plan to measure success within the
context of their market circumstances.

Conduct research into how best to empower our
people working part-time to continue progressing
their careers while reducing their work portfolio.

New/ enhancec

30%+ Club Return to Work programme

Deloitte recently assumed the chair for the
Professional Services group within the 30%+ Club.
This gives us the unique opportunity to lead and
influence change within the our sector.

Grow numbers on our Return-to-Work programme

to support more individuals with an extended

career break to re-launch their career. Most returners
are women, and this proves to be an excellent talent
pipeline.

Leveraging Best Market Practice

The Deloitte North South Europe (NSE) team are analysing
gender related policies and supports from across Deloitte
member firms to identify and share best global market
practice. We look forward to implementing improvements.

Female Sponsorship

Build on last year’s progress by encouraging current
sponsorees to commit to sponsoring a female Senior
Manager/ Manager, creating a waterfall effect.

Menopause Supports

Continue to break taboo by elevating our new
Menopause Community, hearing their feedback
and increasing supports, aiming to improve the
female talent experience and support retention.
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Useful Notes
Interpreting the data

The gender pay gap is not the same as equal pay. The gender pay gap is calculated by adding up the In line with the Gender Pay Gap Information Act
Equal pay is our legal obligation, as an employer, to wages of all relevant employees and dividing the 2021, employers of over 150 employees are

give equal pay for equal work. At Deloitte we figure by the number of employees. required to report their gender pay gap annually,
regularly review and evaluate our pay practices to and the measures that are being taken to eliminate

The gender pay gap refers to the difference between

ensure all our employees are paid fairly, regardless .
’ what is earned, on average by males and females,

of their gender.

or reduce the gap.

based on average hourly earnings of all Deloitte Employers are required to take snapshot data from
Ireland employees. June, and the figures look at the previous twelve
Gender Pay Gap FrEhe,
Gender pay gap is the difference Gender Pay Gap calculation

between what males and females Each December, eligible employers must publish a

are paid at all levels, This is report on their website that details their hourly
. Sum of women'’s gender pay gap across a range of metrics.
average earnings of both genders.
0:0-060-60-0
Equal Pay

Equal pay measures whether
males and females are being paid
equally for similar work,

ualifications, and experience.
9 ’ P Total number
of women
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Appendix
2024 GPG Information Act 2021 Reporting Requirements (snapshot date 30 June 2024)

Gender pay gap fields June 2024 June 2023 June 2022
1. Mean hourly gender pay gap (all) 5.0% 4.90% 7.47%
2. Mean hourly gender pay gap (part-time) 39.46% 19.8% 17.32%
3. Mean hourly gender pay gap (temporary contract) -18.32% -0.80% 1.41%
4. Median hourly gender pay gap (all) 7.2% 7.10% 7.81%
5. Median hourly gender pay gap (part-time) 46.80% 40.15% 42.25%
6. Median hourly gender pay gap (temporary contract) -7.44% 0.00% 1.54%
7. Mean hourly performance related bonus gender pay gap (all) 2.57% 7.20% 12.77%
8. Median hourly performance related bonus gender pay gap (all) 0.00% 0.00% 0.00%
) ) 65% (M) 43% (M) 56% (M)
9. Percentage of employees per gender to receive a performance related bonus remuneration
65% (F) 44% (F) 56% (F)
. . 78% (M) 63% (M) 53% (M)
10. Percentage of employees per gender to receive benefit-in-kind*
80% (F) 61% (F) 57% (F)
e ] ) 51% (M) 52% (M) 50% (M)
11. Percentage of employees within lower remuneration quartile
49% (F) 48% (F) 50% (F)
o ) ) ) 44% (M) 49% (M) 47% (M)
12. Percentage of employees within lower middle remuneration quartile
56% (F) 51% (F) 53% (F)
. _ _ _ 51% (M) 53% (M) 49% (M)
13. Percentage of employees within upper middle remuneration quartile
49% (F) 47% (F) 51% (F)
. ) ) 52% (M) 52% (M) 56% (M)
14. Percentage of employees within upper remuneration quartile
48% (F) 48% (F) 44% (F)

* All employees are eligible for private health insurance. However, participation is voluntary and not all employees have chosen to avail of this benefit.
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Deloitte.

At Deloitte, we make an impact that matters for our clients, our people, our profession, and in the wider society by delivering the solutions and insights they need to address their most complex business challenges. As the largest global
professional services and consulting network, with over 450,000 professionals in more than 150 countries, we bring world-class capabilities and high-quality services to our clients.

In Ireland, Deloitte has over 3,000 people providing audit, tax, consulting, financial advisory, and risk advisory services to public and private clients spanning multiple industries. Our people have the leadership capabilities, experience and insight
to collaborate with clients taking them wherever they want to go.

This document has been prepared by Deloitte Ireland LLP for the sole purpose of enabling the parties to whom it is addressed to evaluate the capabilities of Deloitte Ireland LLP to supply the proposed services.
This document is not an offer and is not intended to be contractually binding. Should this proposal be acceptable to you, and following the conclusion of our internal acceptance procedures, we would be pleased to discuss terms and conditions
with you prior to our appointment and no reliance may be placed for any purposes whatsoever on the contents of this document.

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.

The Deloitte Ireland LLP privacy notice is available at www.deloitte.ie/privacy
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