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As of 30 June 2025
Deloitte Ireland’s Gender Pay Gap

At Deloitte, we remain 
committed to creating 
leadership spaces where 
everyone can grow and 
thrive. We are focused on 
addressing the gender 
imbalance at our most senior 
levels causing our gender pay 
gap. 

As of November 2025, are 
proud to have met our target 
of 35% female Partners. We 
aim to increase this to 40% 
by 2027, with a 50% longer-
term goal.

We have made significant 
progress in recent years and 
continue to work to 
drive sustained and inclusive 
progress that benefits 
everyone.

Gender pay gap 5.2% 5.0% 4.9% 7.5% 10.1%

Gender bonus pay gap 15.3% 2.6% 7.2% 12.8% 23.6%

2018*2024 2023 2022

Employee data, excluding Partners

Gender split by level

* 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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Behind the numbers

Deloitte Ireland’s Gender Pay Gap

In summary

We have a gender pay gap, 

and here is why

As of 30 June 2025, we have a 5.2% 
gender pay gap, primarily because 
fewer senior roles are held by 
women. Also, women in our 
management grades and above 
generally have shorter tenure.

We have strong gender balance 
across the firm, but this diminishes at 
the most senior leadership levels, 
which correspond to the highest 
remuneration bands. 

We have stood up various focused 
initiatives, as outlined later in the 
report, aiming to achieve a balanced 
gender distribution throughout 
Deloitte benefiting everyone. This, in 
time, will narrow the gap.

Our approach

Under the regulations, we are 
required to report our gender 
pay gap data for each legal entity 
with at least 50 employees.

However, to ensure transparency 
and to provide a full picture, we 
have included all Republic of 
Ireland employees in our 
calculations. This encompasses 
five legal entities, some with 
fewer than 50 employees.

Deloitte Northern Ireland 
operates under a separate legal 
jurisdiction and therefore is not 
covered by the Irish gender pay 
gap legislation. 

Our gender pay gap has remained almost static 

at 5.2% (↑0.2%)

We remain confident that our investments to address our 
gender imbalance at the most senior levels, which is 
driving a pay gap, and to maintain pay equity (latest review 
completed in 2025) are the right steps. Our gender pay 
gap is low, at 5.2%, and we are committed to shrinking it 
further.

Positively, our median hourly pay gap decreased to 4.6% 
(↓2.6%), reflecting an improvement in the typical pay 
difference between genders.

Thanks to focused actions such as our Return to Work 
Programme, we are attracting more women at mid-senior 
levels. Enhanced leave policies, lifecycle supports, and 
flexible working patterns have improved retention by 
enabling a better balance of personal and professional 
commitments for all genders. We are confident these 
efforts, together with longer tenure among our senior 
women, will lead to future reductions in our gap.

Our gender bonus pay 

gap has increased to 

15.3% (↑12.7%)

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

The increase observed is 
largely due to the recent  
disproportionate rise in 
women taking unpaid family 
leave. This has resulted in 
the proration of their 
performance bonuses, and 
consequently has widened 
the bonus gap. 
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The ownership of our business

The Bigger Picture

Gender Pay Gap, including Partner earnings

Our Partners invest capital into the firm throughout their careers, increasing their shareholding and 
sharing in both the risks and rewards of ownership. Partner earnings are based on the amount of 
capital they hold and the firm’s profitability from the previous year.

How it 

works

Gender pay gap legislation does not require us to disclose the earnings gap for our Partners, who are 
owners rather than employees. However, we believe transparency is key and achieving gender 
balance at the Partner level is central to our overall strategy, ambition, and ultimate success. 

The 

legislation

We calculate our gender pay gap including Partner earnings by combining employee remuneration 
with Partner profit distributions. While it is an important KPI, it is an imperfect measure, as it is not 
directly comparable to organisations where all staff are employees receiving base salary and bonus. 

The measure

While the gap remains high at 24.6% (↓0.4%), we are moving in the right direction. Our executive is 
gender balanced for the second year, ensuring diverse perspectives inform key decisions.
Increasing the proportion of female Partners has been a leadership priority since 2012 and a long-
term commitment that we have been making steady progress towards. As of November 2025, we are 
proud to have met our target of 35% female Partners, and now aim to reach 40% by 2027, with a 
longer-term goal of 50%.

Our 

progress

2012
13%

2025
35% female Partners

2023
29%

2022
28%

2022            29.9%

2023            26.7%

2024            25.0%

2025            24.6%

2024
33%
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Progress against commitments since last year’s report

Closing our Gender Pay Gap

Currently at 35% female Partners, we have met 

our 2025 target and now progress towards 40% 

by 2027. For the second consecutive year, our 

executive remains gender balanced, ensuring 

diverse perspectives inform key decisions.  

Continued Progress towards Targets

By chairing the 30% Club PS group, we are 

uniquely placed to drive sector-wide change. 

Independent research, conducted with 24 firms, 

explored the experiences of high-performing 

senior women in PS to inform improvements. 

Driving Change in Professional Services (PS)

This year, we doubled the number of participants 

on our Return to Work programme, with 10 

individuals re-launching their careers after a 

break. We are proud to have offered 80% of our 

2024 cohort opportunities to continue with us.

Growing our Return to Work Programme

A series of focus groups explored the experience 

of part-time working in our Audit & Assurance 

business. The aim was to understand what works 

well and implement improvements to enhance 

attractiveness and successful arrangements.

Empowering Part-time Working

Launched a new Women in Leadership Network 

for women in management grades in client-facing 

roles. Targeting areas with gender imbalance, it 

focuses on connection and empowerment, 

supporting business development opportunities. 

New Women in Leadership Network

We are currently reviewing our people policies, 

focusing on inclusive language, user-friendliness, 

and enhanced offerings. We look forward to 

improvements that help all colleagues balance 

work and life, supporting gender diversity.

Review of all People Policies

We continued delivering our Gender Balance 

Leadership Workshops using real case studies, 

with all participants committing to sponsor at 

least one high-performing senior female with 

active engagement throughout the year. 

Inclusive Leadership & Female Sponsorship

As we plan a new Dublin campus, we held 

workshops to brainstorm ideas, share learnings, 

and gather best practices. Inclusion for people of 

all genders and life stages is central to creating an 

attractive, thriving workplace for everyone.

Future Workplace Planning 

We recognise the importance of bringing 

everyone on the journey - gender balance is not a 

zero-sum game. We’ve taken opportunities at 

various all-hands to discuss ‘the why’ and ‘the 

how’, ensuring we make progress together. 

Bringing Everyone on the Journey
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Closing our Gender Pay Gap

New/ enhanced 
commitments, with 

progress to be tracked 
throughout

30%+ Club – Professional Services (PS) Impact

As chair of the PS group, we are committed to 
enhancing the sector’s appeal to women. Based on 

completed research, we will engage Managing 
Partners across PS to commission 2-3 projects that 

drive sector-wide change for greater impact.

Foster Connection of Women in Teams

Under the umbrella of Women in Leadership, provide 
enhanced opportunities for women within our 
various businesses and industries to connect, 
empowering networking and collaboration among 
those working in similar fields. 

Return to Work programme

Building on recent progress, continuing to grow the 
reach of our Return-to-Work programme, supporting 
more individuals returning from extended breaks to 
re-launch their careers. As most returners are 
women, this proves to be an excellent talent pipeline.

New & Improved Policy Offerings

Through our review of all people policies, we are 
committed to enhance our offerings for colleagues of 

all genders and life stages, with a focus on equity, 
improving awareness, and accessibility to create a 

more balanced and inclusive workplace.

Executive Commitments

To prioritise progress, our executive take ownership 
of our targets and drive from the top. Leadership of 

each business unit has gender balance embedded in 
their goals and regularly reports on progress through 

their management routines. 

Embed new Women in Leadership Network

Embed our newly launched network for women in 
management grades in client-facing roles by 
empowering a committee of senior women to lead a 
successful network focused on connection, supported 
by quarterly network events.

Commitments for upcoming year

Balanced Slates for Every Opportunity

We will continue to build on our commitment to 
balanced slates across hiring, development, 

promotions, and succession planning, ensuring 
equitable access to opportunities and fostering 

inclusive growth.
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Interpreting the data

Useful Notes

Gender pay gap vs equal pay

The gender pay gap is not the same as equal pay. 
Equal pay is our legal obligation, as an employer, to 
give equal pay for equal work. At Deloitte we 
regularly review and evaluate our pay practices to 
ensure all our employees are paid fairly, regardless 
of their gender.

The gender pay gap calculation Reminder of the legislative requirements 

Gender pay gap is the difference 
between what males and females 
are paid at all levels. This is 
measured by calculating the 
average earnings of both genders.

Gender Pay Gap

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

Equal Pay

The gender pay gap is calculated by adding up the 
wages of all relevant employees and dividing the 
figure by the number of employees.

The gender pay gap refers to the difference between 
what is earned, on average by males and females, 
based on average hourly earnings of all Deloitte 
Ireland employees.

In line with the Gender Pay Gap Information Act 
2021, employers of over 50 employees are required 
to report their gender pay gap annually, and the 
measures that are being taken to eliminate or 
reduce the gap.

Employers are required to take snapshot data from 
June, and the figures look at the previous twelve 
months. 

Each November, eligible employers must publish a 
report on their website that details their hourly 
gender pay gap across a range of metrics. 

Gender Pay Gap calculation

VS

Total number 
of men

Total number 
of women

Sum of men’s
hourly rate of pay

Sum of women’s
hourly rate of pay

+ + + +
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2025 GPG Information Act 2021 Reporting Requirements (snapshot date 30 June 2025)

Appendix

Gender pay gap fields​ June 2025 June 2024 June 2023 June 2022

1. Mean hourly gender pay gap (all)​ 5.21% 5.0% 4.90% 7.47%​

2. Mean hourly gender pay gap (part-time)​ 50.08% 39.46% 19.8% 17.32%

3. Mean hourly gender pay gap (temporary contract)​ -7.75% -18.32% -0.80% 1.41%

4. Median hourly gender pay gap (all)​ 4.62% 7.2% 7.10% 7.81%​

5. Median hourly gender pay gap (part-time)​ 47.10% 46.80% 40.15% 42.25%

6. Median hourly gender pay gap (temporary contract)​ -2.49% -7.44% 0.00% 1.54%

7. Mean hourly performance related bonus gender pay gap (all)​ 15.32% 2.57% 7.20% 12.77%​

8. Median hourly performance related bonus gender pay gap (all)​ 10.85% 0.00% 0.00% 0.00%​

9. Percentage of employees per gender to receive a performance related bonus remuneration​
M 64% 65% 43% 56%

F 69% 65% 44% 56%​

10. Percentage of employees per gender to receive benefit-in-kind​*
M 77% 78% 63% 53%

F 79% 80% 61% 57%

11. Percentage of employees within lower remuneration quartile​
M 51% 51% 52% 50%

F 49% 49% 48% 50%

12. Percentage of employees within lower middle remuneration quartile​
M 45% 44% 49% 47%

F 55% 56% 51% 53%

13. Percentage of employees within upper middle remuneration quartile​
M 49% 51% 53% 49%

F 51% 49% 47% 51%

14. Percentage of employees within upper remuneration quartile​
M 52% 52% 52% 56%

F 48% 48% 48% 44%​

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



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 The Ewart, 3 Bedford Square, Belfast, BT2 7EP, 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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