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“
Clúid is a non-profit civil society 
organisation. We are led by our social 
mission which is served by ensuring 
that we have the best talent 
available to us, diverse in 
areas such as gender, 
background, and 
orientation.
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SECTION 1

Introduction

Clúid is a non-profit civil society organisation. 
We are led by our social mission which is served 
by ensuring that we have the best talent 
available to us, diverse in areas such as gender, 
background, and orientation.

The results have given us some encouragement but also highlighted areas 
that we can focus upon to improve. As an organisation, we are restless to 
do better and to continuously improve our performance.

As part of our response, we have highlighted areas that we wish to focus 
on in the future. Additionally, we will be looking at parts of the business 
where females are in the majority but not in leadership roles. We will be 
putting in place measures to support their development to ensure that 
they have every opportunity to succeed in progressing into leadership 
roles as these positions become available.

We employ work life balance work practices to retain staff within our 
organisation. We recognise the need for increased flexibility, and 
are particularly mindful that many staff, predominantly female, have 
responsibilities outside work in lots of different capacities and, as such, 
require the right balance between home and work life. Clúid want to create 
a working environment that supports this. We will be looking at this area 
to ensure that our practices are oriented towards retention and protecting 
these values which are important to retaining our female employees. 

Improving our practices on gender is important to us and we welcome 
the ongoing opportunity to review our performance in this area.

 Clúid Housing · Gender Pay Report 2022 5



SECTION 2

Overview of results

This is Clúid’s first time to formally review, analyse 
and interpret our data around Gender Pay and it has 
provided valuable insights which we can action, and 
which we believe will positively impact and align to 
our ambitions around Pay Equity, Diversity, Equality 
and Inclusion in Clúid. 

Our results are positive overall with a mean gap of 1.2% for 2022 and the 
median of 2.55%. 

While completing our 2022 data, we were interested in understanding 
the view over the last 12 months and assessing what, if any, progress had 
been made from the same point in June 2021. In analysing the results, it is 
evident that Clúid is taking the right steps to reduce and positively impact 
gender pay gaps that may exist. We can see that the mean and the median 
reporting has greatly improved over the last 12 months and, with the 
actions identified and committed to in this report, our aim is to continue to 
experience positive movement in this area to further minimise the gender 
pay gap and, hopefully, eradicate it altogether.

Mean Gap 2021 2022

All Staff 3.65% 1.20%

Part-time Staff –16.39% –3.53%

Fixed-term Staff 6.60% 5.15%

Median Gap 2021 2022

All Staff 5.89% 2.55%

Part-time Staff –10.70% –13.04%

Fixed-term Staff 0.42% 6.67%

The exception relates to our part-time female staff where the mean and 
median gap is in their favour. 

Our male part-time staff would predominately sit in the 4th quartile where as 
our female part-time staff would fall into all quartiles.
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Staff breakdown in relation to gender

Department Female Male

CEO Office 82% 18%

Corporate Services 50% 50%

Finance & Treasury 58% 42%

Housing Services 60% 40%

New Business 45% 55%

Property Services 17% 83%

Grand total 47% 53%

Data as of 30th June 2022

Overall, the company is comprised of 47% female staff and 53% male 
staff. Three departments are predominantly male – New Business (now 
Commercial Development), Property Services, and IT (within Corporate 
Services). Two departments, our CEO Office and Housing Services, are 
predominately female. The CEO Office includes our legal team which is 
currently all-female. Our largest department, the Housing Services team, 
is predominantly frontline and has a 60:40 female to male ratio.

         

         

         

         

      

         

         

         

         

         

   

47% 53%

Overall, the company is comprised of 47% female staff and 53% male staff.
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Staff breakdown based on quartile analysis

The table below represents the company view of the pay gap analysis as of 
30th June 2022. Quartile analysis calculates the hourly rate of pay for both 
men and women, arranges them from the lowest to the highest and then 
divides the result into four quartiles. The proportion of male and female is 
then calculated for each quartile.

Quartiles Female Male

1st Quartile 11% 14%

2nd Quartile 12% 13%

3rd Quartile 11% 14%

4th Quartile 13% 12%

Grand total 47% 53%

 The main things to note here were the following:

• 40% of the 3rd Quartile comprise of roles within the Property Services 
Department and are mainly trade and craft roles such as Carpenter, 
Electrician, Plumber, as well as Operational Managers. This wider 
sectoral position is that these are predominantly roles that males tend 
to fill and the latest figures from the Central Statistics Office show that 
there is a maximum of 9.1% uptake of such roles by females in the 
construction sector in Ireland overall.1

• The three departments with predominately male staff – New Business 
(now Commercial Development), Property Services and IT – equate to 
43% of males listed in the 1st Quartile outcome above.

 1 Construction Industry Federation news article, ‘Construction will need more women to 
meet future needs’, 9th March 2022: https://cif.ie/2022/03/09/construction-will-need-
more-women-to-meet-future-needs/
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Senior Leadership Team Structure

Between the Voluntary Board, Executive Directors and Heads of Department, 
the Senior Leadership in Clúid is predominately female at 53% of all positions 
(data as of 30th June 2022).

BOARD COMPOSITION: 11 board members, 5 female, 6 male

EXECUTIVE TEAM: 6 members – 4 women, 2 men

HEADS OF SERVICE: 13 heads of department – 7 women, 6 men

          
45% 55%

     
67% 33%

            
54% 46%

         

         

         

         

         

   

         

         

         

         

      

53% 47%
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Management Team Structure

Clúid has 67 staff who hold the position of Manager. Of these operational 
managers, a higher proportion are filled by men (55%) than by women (45%). 

Total Managers 67: Total female 30, total male 37 (data as of 30th June 2022)

         

         

         

         

         

         

       

45% 55%

“
Since starting in Clúid nearly 3½ years ago, 
I’ve taken advantage of a lot of Learning 
and Development opportunities, it’s been 
great, I’ve a post grad in Conflict and 
Dispute Resolution, became a qualified 
mediator and just completed a course in 
leadership management.

Aimee McGee, Housing Manager
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SECTION 3

Data analysis 

Our overall pay gap is at a Mean of 1.2% and a 
Median Gap of 2.55% for the company.

As part of our commitment to our pay principles of internal equity and 
external competitiveness, our overall ambition is to minimise this gap and 
have a greater pay balance across genders within Clúid. From the data 
analysed, it is evident that there are two functions in particular within 
Clúid where we are seeing a higher level of gender imbalance, in 
terms of employee ratios, which is within our Legal and Property 
Services Departments. 

Our Legal Department (which comes under the CEO 
Function) is a female-led department comprising 
of Solicitors and Legal Professionals. In a 
predominantly female sector, residential 
conveyancing would traditionally 
increase the female 
percentage further. 

“
Our overall 

ambition is to 
minimise this gap 

and have a greater 
pay balance across 

genders within Clúid.
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Our Property Services Department also reflects a gender imbalance. This 
department is predominantly made up of building surveyors and trade 
and craft roles. As referenced on page 8, in an article published by the 
Construction Industry Federation in Ireland, they noted that only 9.1% of 
construction jobs were filled by females.

While we have been successful in attracting female talent at all levels within 
our Legal Department, the difficulty in attracting females to roles within our 
Trade and Property Surveyor roles continues to represent wider issues, as the 
general uptake of studying these roles in Ireland is also declining.

In contrast, however, our New Business (now Commercial Development) 
department is responsible for the Construction, Design and Delivery of 
new homes into our portfolio. While traditionally roles in this field have 
been male dominated, within Clúid, the gender balance is more even. 
From a Leadership perspective, New Business has award-winning 
female leadership at the helm.

In addition, although the Housing Services Department 
comprises of 60% of the total staff complement in 
Clúid, there is a lower percentage of female 
managers to male managers in the 
department (43% female).
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SECTION 4

What’s working well

Pay structure

Our core salary principles in Clúid are to be externally competitive and 
internally equitable. To ensure that we are externally equitable, we 
place all roles within a seven-tier salary band structure which is reviewed 
against the market every two years. We also carry out a Job Evaluation 
for any new role in Clúid which is placed within that pay structure. We 
use an external consultancy to assist us with this work to ensure fairness, 
consistency, and continuity of the application. 

To ensure we are internally equitable, we review all salaries twice a year 
to highlight inequities amongst the staff based on their skills, experience 
and qualifications. We then work with departments to remedy those 
inequities within the terms of our Remuneration Policy. 

We also regularly review the environment within which we operate to 
understand pay and benefits approaches amongst the sector we are 
in, wider Charity sector and beyond. Part of our principles includes 
not paying bonuses. 

Partnerships

This year we have partnered with a SkillNet, CIF program – Return with 
Confidence. This is a new programme supporting women in construction to 
return to work in construction. The first half of the programme focuses on 
refresher courses in excel, job preparation, problem solving and other key 
competencies. The second half of the programme is to carry out a six-week 
placement and Clúid were able to support the program and secure work 
placement within our newly-renamed Commercial Development team. We 
will continue to work alongside CIF to support this amazing programme.
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Diversity & Inclusion

Clúid has been promoting Diversity & Inclusion (D&I) informally for a number 
of years which, while it has had lots of success, had not been strategically 
aligned with specific deliverables. In late 2021, Clúid formalised our approach 
to D&I by initiating a D&I Working Group dedicated to creating a D&I 
Strategy which aligned to the People & Culture (P&C) Strategy also launched 
in 2021. In addition to fulfilling the ambitions of the P&C Strategy, the work of 
the D&I Working Group also aligns to the objectives set out in our Corporate 
Strategy. This is aimed at empowering staff to work towards the elimination of 
bias or discrimination and to celebrate and support inclusion practices.

Training

As part of our commitment to celebrating, recognising and promoting equal 
opportunity and Diversity & Inclusion in the workplace, Clúid have initiated 
a number of Learning & Development opportunities across the organisation 
which reinforces our commitment and drive for inclusion in the workplace.  
To achieve this, we have provided the following:

• Diversity & Inclusion training to all staff which is a mandatory requirement

• Unconscious Bias and Gender Bias training promoting the importance 
of recognising and eliminating these in each of our People Processes, 
in particular around recruitment and selection stage

• People Management Training on each of our People Processes, 
including how these align to our culture and values.

Recruitment and selection

To ensure a fair, transparent, and consistent approach, we ensure there 
is a gender balance on all our interview panels to eliminate any potential 
unconscious bias and discrimination. When recruiting, we review our job 
descriptions to ensure the language contained within is gender neutral, 
that we are focused on being an equal opportunity employer, and that the 
person specification is attractive for any gender. 
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Progression and promotion

In regard to promotion opportunities, of the roles advertised in 2022,  
45% were from internal applications. Of these, there was a success rate of 
53% (22 people) and of those, 12 (54%) were filled by female applicants 
(data as of 30th June 2022). 

Competency Frameworks

We introduced Competency Frameworks for Clúid as an organisation 
in 2022 and these will be embedded in 2023. These frameworks 
place a focus on skills, qualifications and experience for roles 
and not on any personal characteristic. The aim of these 
are to provide a clear understanding for everyone in 
Clúid on the expectations and requirements of 
each role which will assist with Learning & 
Development, clear career pathways 
and promotion opportunities.

         

 

         54% 46%
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SECTION 5

Aims and ambitions  
for the future

Learning & Development

We have introduced a new department into the Chief People Office – 
Learning & Organisational Development. To ensure we are growing our pool 
of talent from within, we want to invest in and support staff in their career 
development. We will measure the impact of that support through a variety of 
metrics to enable our understanding of what strategies are most effective. 

Future partnerships 

We plan to build on the partnerships developed this year by working closely 
with schools and colleges to increase awareness and interest in the Social 
Housing sector as a career, and place an emphasis on certain key roles from a 
gender viewpoint – namely those in Building, Construction or Operative types 
of roles. We are cognisant that building a diverse workforce has multiple 
benefits both internally and externally. Doing so will also assist in delivering a 
better customer experience for our residents and meet their needs.

Diversity & Inclusion

Over the next 12 months, the D&I Working Group will aim to provide training 
to all staff, which will include building awareness of the various marginalised 
groups that exist within Clúid, promoting campaigns and telling stories about 
Diversity & Inclusion. In 2022, we are seeking to achieve a Bronze Mark via 
the Investors in Diversity which has provided a framework for the goals and 
ambitions we want to achieve as an organisation. We aim to build on this in 
2023 with a Silver Mark through implementing this framework, effecting policy 
change and listening to employees’ experiences relating to their lived reality 
of our culture and sense of fairness and equity across the organisation. 

16 Clúid Housing · Gender Pay Report 2022



People management training

We will place an emphasis on our operational managers in an effort to 
close the gap. Training will focus on the manager’s role at each key stage 
of the people processes that would impact staff, such as, drafting a job 
description, interview preparation, effective questioning, managing 
probation periods, managing performance, learning and development, 
succession planning and staff leaving the business.

Employer branding 

As part of the Feel Inspired Pillar of our People & Culture Strategy, we will 
focus on building awareness of the Clúid employer brand to ensure we are 
encouraging prospective candidates to apply for roles in Clúid that they 
may be interested in. This will enhance our Employer Value Proposition and 
assist in targeting a diverse candidate pipeline with the aim of attracting 
high-quality and varied applicants.

Measuring success

In 2023, we want to get a better understanding of where we can incorporate 
our data and establish measures to influence change. Taking this approach 
will assist us in understanding the above future practices and working 
towards reducing our gender pay gap further. We will be:

• analysing our data on a monthly basis to understand movement 
and impact of actions

• and develop further understanding of best practice and build on 
the above actions. 
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SECTION 6

Summary and conclusion

Clúid is an equal opportunities employer and proud 
to have been recognised as a top employer in 
Ireland. At Clúid, we firmly believe that our success 
is down to our dedicated, talented, and passionate 
staff.

While we still have some work to do on achieving balance, we 
are comfortable with these mean and median scores as a 
starting point for our first report. In our leadership roles, 
we are doing very well and with effort over time, we 
feel we can achieve more at all levels. While we 
may not be able to have a huge impact on 
some issues which are systemic in their 
nature, we can certainly make 
efforts to bridge the gap as 
we have done in other 
challenging areas.

“
At Clúid, we firmly 

believe that our 
success is down to our 

dedicated, talented, and 
passionate staff.
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Clúid Housing
159–161 Sheriff Street Upper
Dublin D01 R8NO, Ireland

Phone: 01 707 2088
Email: cluid@cluid.ie
www.cluid.ie
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