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Introduction

Employing 125 staff members, the National Library of Ireland (NLI) is a Non-
Commercial Semi-State Agency under the aegis of the Department of Culture,
Communications and Sport. The NLI's services are freely provided to the public
thanks to funding from the Irish Government. We hold the national collections
in trust for all the people of Ireland, and our vision is to share these unique
collections with the world. The NLI has a demonstrated and wholehearted
commitment to equity, equality, diversity and inclusion, for our staff and all who
engage with us.

This is the NLI's first Gender Pay Gap report. It draws on data from 115
employees who disclosed a gender of either male or female and includes
subsets for part-time and temporary employees. An analysis of the data and a
set of future actions provide the foundation for benchmarking our progress over
time and holding ourselves accountable for the actions we discern from the data
on gender and pay.

The current Gender Pay Gap reporting framework in Ireland requires
organisations to report data in binary gender categories (male / female). As a
National Cultural Institution with representation, inclusion and voice at the heart
of its Mission and Strategy the NLI recognises this limitation. Our ongoing work
on equity, equality, diversity and inclusion continues to reflect a broader
understanding of gender beyond these statutory reporting requirements.
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Gender Pay Gap Report 2025

Gender Pay Gap Reporting
Methodology

The Gender Pay Gap Information Act 2021 introduced the legislative basis
for gender pay gap reporting in Ireland. The Act requires organisations to
report on their hourly gender pay gap across a range of metrics by reference
to their employees on a chosen snapshot date in June. Employers are
required to publish their gender pay gap information within 6 months of their
snapshot date. The report should be based on calculations on those
employees’ remuneration for the 12-month period that precedes the
snapshot date.

The gender pay gap is the difference on average across a population
between men’s and women’s pay. In this report the gender pay gap is
represented as the average difference in gross hourly earnings of men and
of women, expressed as a percentage of men’s average gross hourly
earnings. A gender pay gap which is positive indicates that, on average
across the employed population, women are in a less favourable position
than men. Where the gender pay gap is negative, this indicates the reverse
- that, on average, men are in a less favourable position than women.

Employers are required to report on the following key gender pay gap
metrics on an annual basis:

1. Calculate the Mean Gender Pay Gap - the difference between the
mean hourly pay of male employees and that of female employees
expressed as a percentage of the mean hourly pay of male
employees.

2. Similar Mean Gender Pay Gap calculations in relation to male and
female part-time employees, and for male and female employees
on temporary contracts.

3. Calculate the Median Gender Pay Gap - the difference between
the median hourly pay of male employees and that of female
employees expressed as a percentage of the median hourly pay of
male employees.

4. Similar Median Gender Pay Gap calculations in relation to male and
female part-time employees, and for male and female employees
on temporary contracts.

5. Calculate the proportion of male and female employees that
received bonus remuneration (a percentage figure).

6. Calculate the proportion of male and female employees that
received benefits-in-kind (a percentage figure).

7. Calculate the proportion of male and female employees in four
equally divided quartiles (i.e., expressed as each of the employer’s
lower, lower middle, upper middle and upper quartile pay bands).

In addition, where any pay gaps are identified, employers are required to
identify reasons for these gaps and actions being taken or planned to be
taken to address the gaps.



Gender Pay Gap Calculations and Results

The following tables set out a range of gender pay gap variables as required by the Gender Pay Gap Information Act 2021.

Data Sources: The pay data in the Gender Pay Gap report for 2025 uses data from the National Shared Services Office (NSSO) payroll system for the relevant

12-month period. Data on the gender, grade and full-time/part-time status of employees was taken from NSSO’s Human Resources Management System
(HRMS) which records employee HR information for the NLI.

It is important to note that the Gender Pay Gap requires reporting on male and female genders only. Employees who have self-reported as neither,
or who chose not to disclose their gender, are not included in the data for the purposes of Gender Pay Gap Reporting.

20th June 2025 21st June 2024 20th June 2025

Employee Details




NLI Mean Gender Pay Gap

0.08%

-13.14%

The difference between the mean hourly pay of male employees
and that of female employees expressed as a percentage of the
mean hourly pay of male employees.

NLI Workforce and Pay Remuneration Quartiles

34.48% 65.52%
39.29% 60.71%
44.83% 55.17%
31.03% 68.97%

NLI Median Gender Pay Gap

-4.15%

The difference between the median hourly pay of male

employees and that of female employees expressed as a
percentage of the median hourly pay of male employees.

Bonus Remuneration and Benefits-in-Kind

The NLI does not provide bonuses or benefits-in-kind to
employees. A small number of professional subscriptions are
paid on behalf of employees; however, these do not constitute
benefits-in-kind for the purposes of Gender Pay Gap reporting.

Accordingly, the proportion of employees receiving benefits-in-
kind for Gender Pay Gap reporting purposes is:

Male employees: 0%
Female employees: 0%




Gender Breakdown of Employees by Grade

Science & Art Attendant/

Services Attendant Library Assistant 3 Library Assistant 2
The NLI has a blend of

@ general sectoral grades
and departmental grades
' typical of the National
' Cultural Institutions in
86% .
Ireland. The Clerical

Officer (CO) grade includes
COs, Education Assistants,

Male

Female

Senior Library
Library Assistant 1 Assistant/ EO Clerical Officer Assistant Keeper 2

O O CQC

Assistant Keeper 1/ Engineer 2 AP / Keeper PO for archivists, librarians and

000

Visitor Experience
Assistants, Digital Studio
Operatives and a CO-level
Science & Art Attendant
post.

Assistant Keeper Grade 2

is currently the entry level

conservators.




Working Part-Time

Gender Breakdown of Part-time Employees

. Male

Female

Grade Breakdown of Part-time Employees

Part-time Employees

O

PO

AP / Keeper

SLA/EO

Clerical Officer
Library Assistant 1
Library Assistant 2
Library Assistant 3

HEO

AK1

AK2

S&A & Services Attendant
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Temporary Roles

(Includes 4 paid annual Studentships / Internships)

Gender Breakdown of Temporary Employees

Temporary Employees

Grade Breakdown of Temporary Employees

PO

AP / Keeper
AK1

HEO

AK2
SLA/EO

Studentships / Internships...

Clerical Officer

Library Assistant 1
Library Assistant 2
Library Assistant 3

S&A & Services Attendant
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Analysis and future actions




The NLI and Equity, Equality, Diversity & Inclusion

The National Library of Ireland is committed to a culture of fairness, transparency and inclusion. The Gender Pay Gap Report (GPGR) is one of the ways the NLI

holds itself accountable.
Our Board and its Committees are proactive stewards of EED&I for the NLI, providing oversight and governance through those lenses.

The NLI has a vibrant EED&I (Equity, Equality, Diversity and Inclusion) Committee. Meeting 6 times each year, it is chaired by our Director and comprises a
membership of 12 drawn from all levels of the organisation on a cross-functional basis. The Committee is responsible for steering initiatives and tracking

implementation. EED&I are embedded as principles in our policies and their operation and are at the heart of our Mission and Strategy.

Our recruitment and remuneration practices are fair and transparent in line with central sectoral arrangements mandated and overseen by the Department of
Public Expenditure, Infrastructure, Public Service Reform and Digitalisation. Our recruitment processes include gender-neutral role specifications and gender

balance for our interview boards. A range of EED&l-focused innovations in recruitment practice is being piloted, developed and evaluated.

In addition to NLI-specific policies, we operate under a suite of Civil Service policies which offer a wide range of flexible working arrangements that may be
requested. The policy suite increasingly reflects understanding of EED&I: for example, the most recent sector-wide policy related to provisions for Domestic

Violence Leave.

The NLI has recently been reaccredited with the Silver level award under the Investors in Diversity programme through the Irish Centre for Diversity, with positive

assessment of our recruitment and policies benchmarked against a wide range of organisations nationally.

The NLI is a signatory organisation of the Safe to Create Code of Behaviour, a Dignity at Work initiative for the arts and culture sector. All our staff are trained in

its foundational courses in unconscious bias, active bystandership and understanding bullying and harassment. These are included in our induction programme.

It is important to recognise the many intersectionalities that might also impact the trends in Gender Pay Gap data. It is hoped that the NLI’s ongoing work across
all areas of EED&, including our ongoing accreditation journey with AslAm in the areas of Autism and Neurodiversity and our responsibilities to the European

Accessibility Act, will play their part in ensuring we build on this, our first Gender Pay Gap Report.



Understanding our Data

Sector, Context and Structure Landscape

Across the library, archive, culture and heritage sectors, gendered
participation is well documented: workforces are strongly female-majority
overall, yet challenges of career continuity and structural flexibility are

noted.

A consortium of library, archive, records and information management
bodies undertook a workforce mapping project, producing the CILIP
Workforce Mapping Report 2023 for the UK and Ireland. It shows 75% of

the workforce in this sector reporting as female. It also showed 63% of the

workforce overall as aged 45 and over, indicating long-tenured, experience-
rich and increasingly retirement-eligible employee cohorts. These data
together suggest a likelihood of female-majority cohorts with long service

within the workforce.

In Ireland, few culture and heritage bodies have previously had to publish
Gender Pay Gap data prior to 2025. In its 2025 report, the Irish Heritage
Trust recorded 56% of its staff as female and 66% of its senior management

Irish-Heritage-Trust-Gender-Pay-Gap-2025.pdf. The National Gallery of

Ireland reported 55% of its staff overall as female in its most recent Gender
Pay Gap report (2024) Gender Pay Gap Report.

In its Women in the Labour Market 2023-2024 report, the CSO reported

that females accounted for 41.9% of persons in full-time employment and

67.3% of persons in part-time employment.
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https://cdn.ymaws.com/www.cilip.org.uk/resource/resmgr/cilip/research/workforce_mapping/workforce_mapping_2023.pdf?utm_source=chatgpt.com
https://cdn.ymaws.com/www.cilip.org.uk/resource/resmgr/cilip/research/workforce_mapping/workforce_mapping_2023.pdf?utm_source=chatgpt.com
https://irishheritagetrust.ie/wp-content/uploads/2025/10/Irish-Heritage-Trust-Gender-Pay-Gap-2025.pdf
https://www.nationalgallery.ie/sites/default/files/2025-06/NationalGalleryOfIreland-GenderPayGapReport2024-english.pdf
https://www.cso.ie/en/releasesandpublications/ep/p-wlm/womeninthelabourmarket2023-2024/keyfindings/

The NLI Context

The NLI's Mission and Strategy are delivered through four interlinked and interdependent workforce strands:

e Operational & Services: the logistics of the public-facing delivery of our Mission and Strategy. This includes roles and teams across all the NLI's

Collection areas, the Service Delivery department, the Education, Learning and Programming department, ICT and our Estates functions.

e Corporate & Governance: the interconnective systems and structures that provide whole-organisation, cross-functional services and supports,

including Human Resources, Finance, ICT and the Directorate.
e Curatorial: professional and specialist roles responsible for the stewardship, curation and preservation of the national collections.

¢ Engagement & Learning: public-facing activity through communication, development, education, learning and programming, connecting people to the

national collections; including some curatorial grades and drawing on expert input from all functions and departments.
These strands converge at Executive level in the NLI's Leadership Team, led by the NLI's Director.

Each strand has a distinct entry point and career pathway. There is no direct progression path from the lowest-paid to highest-paid positions. Considering this

structure is important in interpreting gender pay data and the broader dynamics of equity.

The NLI's workforce has a female majority, with women representing 63% of all employees reporting as either male or female; and 62% of full-time roles. Of
part-time roles, 65% are held by women. This is consistent with the wider Irish labour-market pattern in which approximately 67% of part-time workers are
female (CSO, 2024).

The data for the NLI shows there is no under-representation of females in higher-earning, full-time posts that could typically drive a structural pay gap in favour
of males. This distribution suggests that overall the NLI's gender pay gap does not arise from representation imbalance but from how working-time patterns

intersect with progression and grade. The data show female majorities at nearly all professional and senior grades, and an overall mean pay gap of just 0.08%,



indicating that representation patterns do not drive pay differentials. Women are in the majority in both full-time and part-time categories.

The very small gap of 0.08% would seem to derive from the way progression over time operates.

Under public service conditions, maternity, adoptive and parental leave are reckonable for incremental progression, promotion and pension purposes. This
ensures that taking leave of these types does not directly disadvantage pay. However, as women continue to account for the majority of these leave types there
may be wider effects relating to reduced hours, visibility and career pacing that remain relevant to understanding progression dynamics. Women account for

the majority of parental leave (91%) and part-time work (65%).

It is important to note that the Science & Art Attendant and Services Attendant grades are predominantly male (86%). These are also the lowest-paid grades in

the organisation. These grades do not at present have a direct progression pathway into higher-paid levels.

Overall pay equity holds true across the organisation, with mean and median gender pay gaps statistically negligible or reversed and supported by transparent
grading and consistent pay frameworks. Remaining variances are likely to be structural rather than systemic, reflecting working-time patterns and progression

opportunity and pace rather than unequal pay.

At the NLI:
e females are in the majority of full-time and part-time work;
o females are strongly represented in professional and leadership grades; and
o the pay gap is statistically negligible or reversed.

Therefore, the gap data overall does not appear to be impacted by who is represented where, but of how time and progression work within the structure, for

example:
e the impact of part-time work or breaks in service on incremental movement;

o differentials in length of service that can affect mean pay even within equal grades.



The proportion of women is slightly higher in part-time than in full-time work. This is an indicator that career flexibility is used more by females than males.
For males, part-time work remains relatively rare, suggesting that flexible working through part-time arrangements is not yet culturally neutral.

Flexible working continues to be exercised predominantly by female employees, underscoring the importance of embedding continuity equity across all grades

and working arrangements.

The NLI's leadership structure combines permanence with cyclical renewal. In common with peer organisations in Ireland, the Director post at the NLI operates
on a fixed-term contractual term. Providing a strong support foundation of institutional knowledge and subject-matter expertise alongside a clear top-level
leadership cycle and pattern, this model introduces a form of structural, time-bound flexibility that contrasts with the service stability of senior leadership and

management posts.

Viewed through a male / female gender lens, it also shows a pattern in which flexibility is gendered by design rather than access. Flexible and part-time
arrangements occur mainly in female-majority grades. Senior leadership roles, though currently female-majority, remain designed around permanent, full-time

presence.

Overall these patterns indicate that the NLI's Gender Pay Gap does not arise from unequal representation between men and women in either full- or
part-time work. The NLI’s pay parity is stabilised by in-built structural fairness arising from transparent grading systems and reckonable leave

provision. The small variations in pay parity reflect structural and temporal factors such as incremental progression and working-time patterns

rather than demographic imbalance.




Future Actions 2025-2026

. Develop familiarity and fluency in using a gender pay gap lens within Equality, Equity, Diversity & Inclusion (EED&I) conversations that

underpin our work, service provision and engagement;

. Review and enhance data sets to assess whether additional fields or indicators would strengthen future GPGR processes and workforce
analysis;

. Map career entry points and associated progression opportunities, fostering visibility of routes within and across workforce strands;

' Open conversations on flexibility in leadership, exploring context-appropriate models that make flexibility visible and supported in senior

roles;

. Build organisational awareness of continuity equity, integrating this concept into everyday leadership and planning practice.
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Gender Pay Gap Report 2025

The NLI’s first ever formal review of our Gender Pay Gap data shows
a system that is fair and balanced in pay gap terms, with near-parity
pay outcomes and strong female leadership representation.
However, differences appear to be arising from structural and
temporal elements such as flexibility of work arrangements,
permanence and progression and how these are distributed through

the organisation.

The task ahead as the NLI moves into annual reporting obligations
for Gender Pay Gap is to move from considering fairness in pay-gap
alone to include continuity equity: encompassing flexibility, visibility
and progression at all levels and interrogating those for our own
context. By understanding flexibility not only as working time but as
structural and leadership design, the NLI can ensure a model in

which fairness, care and continuity evolve together.



NLI Gender Pay Gap 2025 — At A Glance

Headline

The National Library of Ireland’s 2025 Gender Pay Gap analysis shows overall parity in pay and a strong pattern of female representation across

professional and leadership roles.

Key Figures
Metric Result Analysis
Mean Gender Pay Gap (All Staff) 0.08% Favouring men — near parity
Median Gender Pay Gap (All Staff) -4.15% Favouring women
Mean Gender Pay Gap (Part-Time Staff) -13.14% Favouring women
Median Gender Pay Gap (Part-Time Staff) -20.23% Favouring women
Female Representation — Upper Quartile 65.50% Strong female leadership presence
Female Representation — Lower Quartile 69.00% Female majority at entry/engagement levels
Part-Time Roles Held by Women 65.00% Concentrated mid-career
Parental Leave — Female Uptake of total 91.00% Indicates gendered care patterns
Temporary Roles 62.00% Early-career concentration

Contact: Katy Lumsden, Head of Human Resources | hr@nli.ie
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