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Section One   
 

1. Genesis and Context of the Report 
 

1.1. The BBC Press Release 

In the week of July 17th, the BBC released publicly the earnings of their top presenters within the 

Corporation. 

The figures released indicated that a third of the BBC’s top earning talent were female and that its 

seven best paid presenters were male. 

The disparities in pay range of the named presenters related to many of the BBC’s television and 

radio operations – light entertainment, news and current affairs, sports and the various drama and 

serial drama offerings. 

Salaries listed ranged across a salary/fee component of between £2,200,000 at the highest level of 

earnings to £150,000.  The pay of a further 96 presenters was listed in the British media in tranches 

of £50,000, from salary /earnings of between £150,000 to £1,800,000. Again there were significant 

salary disparities between female and male presenters. 

A significant point raised in the widespread media commentary concerning the pay of BBC 

presenters related to the vast disparity in pay between these presenters and the gap in pay/earnings 

between these categories of presenters/staff and the other employees in different grades with the 

Corporation, particularly at the lower pay grades in the BBC. 

1.2. Commentary in RTÉ 

Commentary from some RTÉ employees and a number of RTÉ’s high profile presenters added to the 

debate arising from the subsequent release of the information on RTÉ’s most highly-paid presenters, 

with specific references to certain programmes, presenters and comparative earnings between 

identified female and male staff, primarily in the area of RTÉ News and Current Affairs. 

These comments/articles on the relative earnings of specific presenters received extensive coverage 

in the print media, with some presenters contributing to articles on the issue to several newspapers 

and media sources. 

I understand that these issues were raised at various union group meetings.  

It is important to remember that RTÉ is a corporate entity with over 2,000 employees and several 

thousand other contributors to its operations, and that their voices have not been heard to date 

regarding their views on the quality and nature of employment in RTÉ.  Behind the visual and audio 

productions of RTÉ there are substantial numbers of staff that contribute enormously to its 

productions on both television and radio, and who are employed in running many of the operations 

of RTÉ at every level. 
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1.3. FOI Queries 

The release of the earnings of BBC staff led in turn to the national broadcaster receiving a 

considerable number of FOI requests from the print media and from political sources relating to 

earnings and gender pay matters in the station. The responses to these requests, where relevant, 

have been deferred pending the publication of this report. I understand an FOI request in relation to 

average earnings in RTÉ and the gender profile of those earnings was released to The Sunday Times. 

I am not altogether certain that the release of earnings of individuals is in line with current data 

protection laws as they relate to individual employment contracts or contacts for service. It is clear 

that there are Government guidelines for the publication of the salary/expenses of the Chief 

Executive and Director-General level, but beyond that there is no compulsory policy or legal 

requirements to go beyond those specific posts except in broad generic terms in relation to State 

Enterprises/State Agencies.  

 

1.4. RTÉ Response 

In view of the views expressed by various parties – Government Ministers, political representatives, 

Unions, some employees/independent contractors in RTÉ –  it was decided by RTÉ to address the 

issues raised regarding matters relating to gender equality within the station. 

This report is not a pay review and is not intended to replace in any way the existing internal 

mechanisms for the resolution of collective disputes or the resolution of individual grievances within 

RTÉ. 

The following Terms of Reference were decided upon by the RTÉ Executive for a “Review of Role and 

Gender Equality” and I was requested to undertake such a review. 

 

TERMS OF REFERENCE 

REVIEW OF ROLE AND GENDER EQUALITY 

 

1. Introduction 

As an equal opportunities employer with a close-to 50/50 gender profile across the 

organisation, RTÉ takes its obligations very seriously. 

RTÉ has committed to conducting a review of Role and Gender Equality across employee 

groups to determine where gaps may exist. 

2. Purpose 

The purpose of this document is to set out the terms of reference under which RTÉ will 

conduct this review. 
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3. Independent Review 

RTÉ has engaged the services of Mr. Kieran Mulvey, former Director-General of the 

Workplace Relations Commission, to provide an independent overview of the end-to-end 

process applied in carrying out the review. 

Based on the quantitative data produced, he will then review and make recommendations 

as appropriate. 

4. Scope 

All permanent and fixed term contracted employees are in scope for this review. 

The table below sets out the content of and order in which the component parts of the 

review will be carried out. 

Items Description Comment 

1 Gender profile – RTÉ 
(organization wide) 

  

2 Gender profile – divisions / sub 
divisions 

  

3 Remuneration  across salary 
scales 

Population of 5 + 
employees 

4 Gender relativities in 
remuneration 

Base salary 

5 Gender relativities in 
remuneration 

To include 
allowances 

6 Full analysis  of  (1-5) above   

 

5. Timeframe 

The review will be complete and the independent report issued to the Director-General no 

later than 30
 
September 2017. 

 

1.5. Meeting with Unions 

The Terms of Reference were discussed with the RTÉ TUG (SIPTU/NUJ) and the Managers 

Association at separate meetings between Union Representatives and the Director of Human 

Resources, Eimear Cusack, and Eamon Treacy , Human Resources Manager, on August 9th. The 

respective groups indicated that they would have preferred that the Terms of Reference were the 

subject of wider consultation and that other aspects of the concerns of the union groups should be 

included for review. 

Further meetings with the TUG and the Managers Association took place on September 6th between 

representatives of the TUG and the Managers Association and with the attendance of the Director of 

HR at that meeting. I outlined to both representative groups the nature of my review and the scope 
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of the data I had sought from RTÉ and the degree to which I intended to analyse that data and the 

areas of the operations of RTÉ I expected to include within the scope of the review. A positive 

discussion ensued with the representatives and a specific number of their concerns were expressed 

to me regarding certain anomalies within grades and the preponderance of females within lower 

paying grades.  

I assured the representatives that my report would be independent. Other matters extraneous to my 

review were raised by the TUG representatives and these related to the position of 

contract/freelance staff. I understand RTÉ management are to engage further with the unions on 

these matters. 

1.6. Government Policy and International Developments 

RTÉ is classified as a State Commercial Body and is funded through the national broadcasting licence 

fee and income from various commercial ventures. It therefore comes within the broad remit of 

Government policy on Irish corporate governance and employment policy matters as they relate to 

the operation of State Enterprises. 

1.7. State Boards. 

Recent Governments have promulgated various policy initiatives relating to the promotion of gender 

equality within State Bodies e.g. July 24th 2014 (State Boards), for example the statement by the then 

Minister for Equality, New Communities and Culture Aodháin Ó Riordain TD in relation towards 

achieving the target of 40% representation of each gender on State Boards by 2016 (this target was 

set originally in 1993). 

The latest data for 2013 shows an increase in female representation on State Boards to a level of 

36%. 

1.8. January 2017: Civil Service and Gender Issues. 

Minister Paschal Donohoe TD (Public Expenditure and Reform) launched a new range of strategic 

initiatives “to ensure the composition of the workforce in the civil service reflects a better gender 

balance for the future”, particularly at senior levels, “where women are underrepresented”. 

These initiatives, included, inter alia, 

 a target of 50/50 gender balance in appointments at senior level 

 a new Senior Public Service Executive Leadership Programme 

 Top Level Appointments Committee (TLAC) – a policy for appointment that where 

candidates are of equal merit for appointment, then priority should be given to the female 

candidate where they are underrepresented on the management board of the department 

or office in question. 

 

1.9. Public Consultation on Gender Pay Gap 

In August 2017 the Government decided upon a public consultation process on the issue of the 

gender pay gap in the public and private sectors. The period allocated for the receipt of submissions 

was six weeks (October 4th 2017). 
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This policy/consultation initiative reflects either legislative or other actions on gender pay gaps in 

other jurisdictions. 

It reflects also the new National Strategy for Women and Girls (2017-2020), which identifies the 

issue of gender equality in the workplace and the commitment to require companies of 50 

employees or more to complete a pay survey periodically and report the results (Action 2.23). 

1.10. Equality Legislation 

There is a significant corpus of legislation relating to the issue of equality in the workplace. These 

include the Anti-Discrimination (Pay) Act 1974, the Employment Equality Acts 1998 to 2015, and the 

Equal Status Acts 2009 to 2015. In addition, the Equality Tribunal (now incorporated in the 

Workplace Relations Commission), the Labour Court, the Irish Civil Courts and the Court of Justice of 

the European Union have interpreted and adjudicated upon many aspects relating to the various 

aspects of employment equality on many grounds, including equal pay for employees doing the 

same, similar, or work of equal value. The simplest definition quoted of unlawful discrimination is 

that of the European Court of Justice: “It is well settled that discrimination involves the application 

of different rules to comparable situations or the application of different rules to different 

situations”.  

That aside, proving matters of discrimination in the workforce or in access to employment is no easy 

task and various tests apply in relation to decisions, recommendations and determinations on these 

matters. 

RTÉ has no recent record of being in breach of employment equality law. 

1.11. The European Union 

The European Union has identified the fact that it is essential to close the gap on gender pay and 

that it is a central policy objective of its growth strategy for Europe 2020.  

It is reported that the average gender pay gap in Europe stands at over 40%.  

The first European Equal Pay Day was held in March 2016. In March 2017 it was estimated that 

women would have to work an extra 67 days in order to equalize the annual pay earnings between 

male and females. 

1.12. The United Kingdom  

The UK has introduced mandatory gender pay gap reporting legislation in 2017 (the Equality Act 

2010 - Gender Gap Information - Regulations, April 5th 2017). It is estimated that over 9,000 

companies, private and public, will be affected by this legislation and that it will affect over 15 

million employees, representing nearly half of the UK workforce. These regulations will oblige those 

companies with over 250 employees to publish annually on their websites the salary and bonuses 

paid to male and female staff. 

1.13. Northern Ireland 

The Northern Ireland Act 2016 provides for a gender pay gap reporting obligation for employers with 

over 250 employees.  
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Section Two 
 

2. The Broadcasting Environment and Corporate RTÉ 
 

2.1. The Market Environment 

The 30th anniversary is approaching since the liberalisation by legislation of the Irish television and 

radio market in 1988  under the Irish Radio and Television Commission,)  its further regulation 

through the Broadcasting Commission of Ireland (BCI) from 2001, and the Broadcasting Act, 

instituting the BAI, in 2009. 

Since then a multiplicity of players have entered the market; approximately 30 commercial radio 

stations now broadcast within the remit of the Broadcasting Authority of Ireland (BAI). 

In addition, the onset of a multiplicity of new television channels, both Irish (TV3/be3) and 

international, is well established. Ireland also enjoys the benefit of the BBC broadcasting platforms 

and its wide range of channels. There is also ITV networks, Channel 4, the pay-TV channels, Sky, and 

BT, among other channel providers 

There are significant challenges facing media giants Facebook, Amazon, Netflix, YouTube, etc) and 

their various offshoots, which are now dominating the media and associated advertising spaces. 

These developments and challenges, and their market impacts, have serious implications for the 

public media sector and for the print media industry, in terms of revenue, viewers, listenership, and 

readership. 

 

2.2. Challenges facing RTÉ 

Similar to all state bodies, RTÉ has had to adapt, to change, and to respond to new trading, market 

and consumer trends. 

Among these is the fact that: 

 Market share is down slightly in 2017. 

 Radio and television are facing challenges from digital media. 

 New digital offerings for news, with diversity and range increasing. 

 Age profiles for viewers and listenership is changing. 

 A deficit of some €20m was recorded on RTÉ’s operations last year. 

Added to these challenges is: 

 The current debate on the licence fee and its distribution. 

 The new strategy and organisational design.   

 The current Voluntary Redundancy Programme. 

 Asset sales and organisational costs. 
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 Re-invigorating the operation to meet new digital challenges and the changing “Internet of 

Things”, which is creating a new media dimension of instant news and comment. 

2.3. RTÉ as an Employer 

RTÉ has over 2,000 full time and part time employees, and a further cohort independents or 

contractors providing services during the year. 

Like all major state bodies, RTÉ was affected by the recent economic crisis and the downturn in 

national resources and business activity. 

In 2009, RTÉ employees, in response to the economic collapse, responded by undertaking voluntary 

cuts to their earnings/salaries.   

In 2008, managers in RTÉ, in response to the financial difficulties in RTÉ, agreed to a suspension of 

performance related increment increases. Salary reductions for all staff, including managers, were 

agreed and implemented in 2009. These reductions in pay are currently in the process of 

restoration, as is the case for other employees in the public sector who are covered by the various 

Public Service Agreements. 

Employees in RTÉ, through negotiations with their respective unions and associations have 

additional positive benefit schemes, including sick leave, employee assistance programmes, 

pensions, annual leave above the statutory minimum, career breaks, crèche facilities, exam leave, 

maternity leave, and other associated leave arrangements. 

RTÉ have also two robust, respected and effective internal dispute resolution structures, which 

provide for binding arbitration on certain matters: The Industrial Relations Tribunal (IRT) and the RTÉ 

Managers Dispute Tribunal (MDT). 

RTÉ has had a considerable period of industrial peace as a result of the work of the above bodies and 

has successfully managed its industrial relations business internally. 

2.4. Composition of the Board  

The Board of RTÉ comprises twelve persons, of whom six are female, including the Chairperson (i.e. 

50/50 level of representation). 

RTÉ is ahead of the curve, and Government policy, in regard to its balanced gender profile at board 

level. 

Other State Commercial Bodies do not have a similar profile at Board level: ESB - 4/12; Ervia - 2/10; 

CIE - 2/12; DAA - 1/11; Broadcasting Authority of Ireland - 4/9; An Post - 5/15; Bord na Mona- 2/12; 

in ComReg, all three commissioners are male. 

2.5. The Executive/Senior Management Board of RTÉ  

The Executive of RTÉ comprises 10 persons, of whom four are female, including the Director-

General, Chief Financial Officer, Director of Operations & Production Services, and the Director of 

Human Resources. Again RTÉ are ahead of most, if not all state enterprises in this regard; Bord na 

Mona - 1/14; ESB - 1/5; CIE - 1/5; Ervia - 2/10; An Post - 0/1. 
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Again, RTÉ has a reasonable level of female representation at senior management level (40%) or in 

key management positions, and is considerably ahead of other state enterprises in their level of 

management representation at the senior levels of the organisation. 

2.6. Profile of RTÉ Staff 

As of 30th June 2017, there was 2089 staff employed by RTÉ who are within the scope of my terms of 

reference (full time, part-time, casual staff). (Note that independents, freelancers and/or contractors 

are not included.) 

2.6.1. Employees by Gender 

 

Gender  Number % by 
Gender 

Average Service 

Female 1003 48% 13 Years 

Male 1086 52% 15 years 

Totals 2089 100% 14 Years 

 

Comment 

The gender distribution of employees is almost a 50/50 split in overall numerical terms with 

only a minor disparity in average periods of employment between the genders. 

The overall averaging of figures does, however, somewhat distort the figures for periods of 

employment with particular groups of staff in various divisions having significantly longer 

periods of employment in RTÉ. 

48% of employees are female. Males have slightly longer average service than females (13 

years as opposed to 15), with the overall average service being 14 years. 

These average service levels may be somewhat distorted by using the divisor of overall 

numbers or totality of combined years of service and without reference to the age profile in 

Para 2.6.1 (above). The larger number in some grades below the €90,000 mark, which I refer 

to later in this report, also accounts for this disparity in part. 

Note: Independents/Contractors. 

Independents/contractors and freelance staff are not included in these figures. 

Certain individuals working for RTÉ are independent contractors and are remunerated 

through specific arrangements individual to them, which relate to the programmes they are 

contacted to present. 

In the case of most of the highest remunerated presenters, specific contractual 

arrangements apply for service. 

This fee is sometimes paid through the presenter’s company, and the fee agreed is 

determined by a number of factors – viewing or listenership numbers, advertising revenue, 

the programmes themselves, availability, retention, and exclusivity factors. 
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The fees negotiated are on the terms of individual arrangements and which at least in theory 

are confidential to the parties, if not in fact by contractual stipulation. These fees/earnings 

are published two years in arrears by RTÉ – the latest earnings figures were published in July 

2017 for earnings for the year 2015. 

There may be data protection (Data Protection Acts 1998-2003) issues associated with the 

publication of these fees where particular individuals are identified, with data protection 

rights embodied in the Treaty of Lisbon and the Charter of Fundamental Rights. This is an 

area that requires clarification by the Data Commissioner as a matter of general policy, as it 

applies also to all public bodies in receipt of public funding. The balance that must be struck 

here lies between the right of individuals who are either contractors or employees and any 

legal obligation on RTÉ, as an employer and public body, to disclose relevant information to 

the public.  

2.6.2. Gender Profile by Age 

 Overall Average Ages: 

Females 43.4; Males 45.8 

 Over €90,000 Average Ages:  

Females 49.5; Males 52.7 

 Under €90,000 Average Ages: 

Female 43.0; Males 44.8 

Comment: 

The age profile of RTÉ staff between genders does not indicate any great disparity within the 

organisation overall or at the cut-off salary levels I have chosen within the organisation, i.e. 

above and below the €90,000 earnings profile. 

What is of concern for RTÉ is the age-related profile of its staff and its lack of diversity 

beyond gender and the attendant challenges it faces in not being able to recruit new full-

time posts over the last decade. This may create a challenge also in attracting young and 

early middle-aged audiences and new citizens who are now using digital media on a regular 

basis for news, communication and entertainment. 

A similar age profile for employment is reflected in the most recent surveys of staffing levels 

in the civil service and health sector. 

The data is based on everyone employed in RTÉ as at 30th June 2017, regardless of the 

duration of their contract. This includes all full-time, part-time and casual staff. Again, 

independents and freelancers are not included in these figures. 

I 
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2.6.3. Gender Profile by Salary Range 

 

Comment: 

In the distribution of employees at pay levels up to €60,000, the gender distribution is more 

balanced than equivalent pay levels in the civil service and Local Authorities, in regard to the 

comparative administrative and management functions carried out within these grades. 

 

From salary bands €60,000 to €80,000 the gender representation is Males 59.4% 

Gender representation (broadly) ahead of the public sector Females 40.6% 

  From salary bands €80,000 to €100,000 the gender representation is Males 59% 

Gender representation (broadly) ahead of the public sector Females 41% 

  From salary bands €100,000 to €150,000 the gender representation is Males 70% 

Gender representation (broadly) ahead of the public sector Females 30% 

  From salary bands €150,000 to €250,000 the gender representation is Males 71% 

Gender representation (broadly) ahead of the public sector Females 29% 

 

The most recent report by the CSO (Q2-2017) on average earnings outlines that the average 

yearly earnings in the public service (excluding Semi-States) was €48,789. 

The highest paying sector in the economy is the information and communication sector, with 

average yearly earnings at €56,394. 

While a review of RTÉ for the Department of Communications, Energy and Natural 

Resources by National Treasury Management Agency (New Era) in 2014 gave a summary of 

an RTÉ wages and salaries benchmarking analysis.  It showed that RTÉ’s wages and salaries 

are above benchmark metrics on four occasions, in line on six and below on one. 
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2.6.4. Gender Profile by Division 

 

The levels of gender disparity in representation overall is not significant in most divisions and 

where there are specific situations, I have commented upon these below. 

 

Commercial   Observation Corporate   Observation 

Female 72 66% 
 

Two to one 
representation of females  

94 47% 
 

Relative reasonable 
representation of 
genders, a variable of 6% 
(13 persons) in favour of 
males 
 

Male 37 34% 
  

107 53% 
 

 
109 

   
201 

  

        Digital   Observation Orchestras   Observation 

Female 48 48% 
 Comparatively even 

representation of both 
genders with a 5% 
variable (3 persons) in 
favour of males 

 
120 45% 

 

10% variable (28) in 
representation in favour 
of males.  Includes casuals 
covering absences and 
augmentation for 
different repertoire. 

Male 51 52% 
 

 
148 55% 

 

 
99 

 

 

 
268 

  

        

        2rn   Observation News   Observation 

Female 5 9% 
 

Disparity accounted for 
by largely traditional 
engineering grades 

 
183 49% 

 

Balanced representation 
of both genders with only 
a 2% variable (5 persons) 
in favour of males 

Male 52 91% 
  

188 51% 
 

 
57 

   
371 

  

        

Radio   Observation Television   Observation 

Female 185 51% 
 

Balanced representation 
of both genders with only 
a 2% variable (4 persons) 
in favour of females 

 
296 48% 

 Balanced representation 
of both genders with only 
a 4% variable (26 persons) 
in favour of males 

Male 181 49% 
  

322 52% 
 

 
366 

   
618 
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2.6.5. Employees by Salary 

 

To facilitate specific comparisons all salaries & allowances have been grossed up on an 

annual basis. For example data on a part time employee working half time at €25,000 a year, 

is grossed up to €50,000. 

For comparison reasons just two genders are used, namely, female and male. 

Salaries  greater than €90,000 (approx 10% of employees) 
 

Gender Number 
As a % of 

Employees 
 % of Average 

Salary 

Female 62 32% 98% 

Male 134 68% 101% 

Total 196 
   

Comment 

The average salary of females is 98% of the overall average.  What is noticeable is that 32% 

of this group are female compared with 68% male. 

The pay differential for this group is 3% in favour of males. 

 

Salaries under €90,000 (approx 90% of employees) 
 

Gender Number 
As a % of 

Employees 
 % of Average 

Salary 

Female 941 50% 98% 

Male 952 50% 102% 

Total 1,893 
   

 
Comment 
The average salary of females is 98% of the overall average.  The gender breakdown is 50/50. 
The pay differential for this group is 4% in favour of males. 

 

2.6.6. Remuneration across Salary Scales 

There are employees in 167 grades covered by this review. Males are in 150 of the grades 

and females are in 110.  A salary breakdown for 78 grades with five or more employees 

(some 90% of employees) is included in this report. 

Comment 

In completing this analysis of the pay and staff grades in RTÉ, I have come to the conclusion 

that little evidence exists in the main to sustain any substantial argument that RTÉ 
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discriminates in favour of either gender. The figures I have presented in this report are 

evidence of my assertion in this regard. 

 

However, the pay differential overall shows a disparity of approximately 4%, which is 

significantly less than the general standard of 14% as quoted for the economy as a whole. 

 

That is not to say that the organisation is perfect in this regard, and there is a lacuna in 

certain areas of the broadcaster’s remuneration, earnings and promotion policy and practice 

that requires further levels of transparency. This is an area both HR and management need 

to address for the future, and I will address this in my recommendation. 

 

Where there are anomalies or differentials in pay, generally they can be explained by virtue 

of specific historical circumstances in certain grades or the personal arrangements that may 

have related to some personnel in a small minority of divisions of the organisation. 

 

Commercial has the highest percentage of females, and 2rn (RTÉ's network business) has the 

lowest percentage of females. It is vice-versa for males. The disparity of males to females in 

2rn is accounted for by the fact that these services have been largely populated historically 

by male-oriented craft grades – engineers, technicians, and riggers, who are engaged in 

maintaining and servicing outdoor facilities, masts, and RTÉ’s engineering structures and 

broadcasting facilities.  

This profile is likely to change over the next period, with the greater impact of new 

broadcasting technologies, digitisation, and the use of artificial intelligence capabilities. 

I have completed a more detailed analysis of the grades within these divisions later in this 

report. 
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2.6.7. Table 1 - Number of Employees Receiving Allowances 

 

Gender 
Number of 
Employees 

Number of 
Allowances 

Total Value of 
Allowances 

Average 
Value of 
Allowances 

As a % of 
Average 
Allowances 

Average Number 
of  Allowances 
per Employee 

Female 360 451 €1,672,862 €3,709 98% 1.25 

Male 529 794 €3,052,304 €3,844 101% 1.5 

Total 889 1,245 €4,725,166 €3,795     

 

 

2.6.8.  Table 2 - Allowance Variance Examples   

 

Role Category 
Number of 
Females 

Number 
of 
Males 

Value of 
Variance 

Broadcast Engineers 8 81 €273,756 

Studio Technicians 2 29 €118,741 

Riggers 0 11 €105,777 

Cameras (TV/ News) 7 34 €93,791 

Tech Ops 0 10 €84,958 

Total 17 165 €677,023 
 

 

Comment 

The value of each allowance is €3,844 for males and €3,709 for females. Males get 65% of 

the total allowance value. This happens in two ways; firstly, more males than females get 

allowances (49% of males, 36% of females) and secondly males who get allowances get an 

average of 1.5 allowances each, compared to 1.25 allowances each for females. 

A reason for this seems to relate to the female/male balance in some sections. To 

demonstrate this, table 2 above shows examples of grade categories along with the 

differences between total male allowances and total female allowances.  
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RTÉ News & Current Affairs 

2.6.9. News Employees by Gender 

 No. % Gender 

Female 183 49% 

Male 188 51% 

Total 371  

 

 

 

News – Salaries over €90,000 

Grade Number 
Average 
Allowance 

% 
Average 
Salary 

% 
Gender 

Manager 25 €7,245     

Female 7 €7,514 98% 28% 

Male 18 €7,141 101% 72% 

Correspondent/ Editor/ 
Journalist/ Presenter/ 
Newscaster 24 €7,071     

Female 7 €7,168 99% 29% 

Male 17 €7,031 100% 71% 
 

 

Comment 

As the overall figures illustrate, there are more males than females at this level of remuneration. A 

breakdown by category for the news division employees under €90,000 is included later in the 

report. 

Salaries for males and females are similar. Exceptions would seem to be related to differences in 

service, as RTÉ operates pay scales with increments for most employees. In other cases the 

differences relate to individual anomalies, which are affecting averages. The anomalies relate largely 

to historical circumstances relating to particular grades and to particular individuals who may have 

specific personal agreements relating to service, retention, availability for additional programming or 

special events (elections or state occasions), or agreements around service provisions within RTÉ. 

This observation, relating to the anomalies above, however, does not allay the perception by some 

employees in RTÉ, and in certain sections, particularly in RTÉ News and Current Affairs, that females 

are being disadvantaged in terms of promotion and salary arrangements. 
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A more transparent approach is necessary regarding the payment of salary and allowances if these 

perceptions are to be reconciled, and I will address this in my recommendations. 

I am conscious that these arrangements are personal to the holder and are related to broadcasting 

needs, which I refer to above, and are largely historical, but future decisions on pay and promotion 

should largely be around the specific grade involved, incremental progression on that grade, or 

promotion opportunities within sections or divisions, which are based or justified on objective 

grounds. 

As stated earlier a specific issue arises in the case of the RTÉ News and Current Affairs staff in the 

earnings categories over €90,000. 

Clearly the disparity between male and female grades within both categories requires review and an 

action policy to equalise on merit the high levels of disproportionate representation (males v 

females) in this division. 

SIPTU raised the necessity to ensure that lower paid grades are not disproportionately populated by 

females, and that appropriate career development measures are put in place to provide equal 

chances for career advancement. 

I have scoped RTÉ News & Current Affairs, and have profiled the earnings of 24 personnel: 

17 of these are male and seven are female: 

 Salaries range from some €90,000— €150,000. 

 There are varying ranges in allowances. 

 Nine males received no allowance. 

 Two females received no allowance. 

The system, including the interrelationship between the editor, newscaster, producer, reporter, 

correspondent between and within television and radio will need to be rationalised for the future so 

as to avoid the perceptions I have outlined above. 

I consider that it would be inappropriate to list each person’s salary or earnings and the 

circumstances leading to their accumulated earnings for reasons similar to those relating to the 

independent contractors, i.e. data protection legislation.     
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2.6.10. Gender Profile by Division / Sub-Division 

 

  2rn   Orchestras   Commercial   News 

  Total   Total   Total   Total 

Female 5   120   72   183 

Male 52   148   37   188 

 
57 

 
268 

 
109 

 
371 

 

Corporate 

  Total 
Group 

Secretariat Legal 

Public 
Affairs, 
Comms, 
Events, 

Regulatory Tech. 

Property 
& 

Services HR Finance 

Female 94 8 9 16 12 10 16 23 

Male 107 7 1 6 41 42 5 5 

 
201 15 10 22 53 52 21 28 

 

Radio 

  Total Radio 1 2fm Lyric 
Programme 

Support 
Central 
Services RnaG 

Female 185 75 18 11 19 11 51 

Male 181 62 15 14 50 3 37 

 
366 137 33 25 69 14 88 

 

Television 

  Total Programmes 
Central 
Services Promo. Ops. 

Prog. 

Sports Scheduling Support 

Female 296 43 17 15 125 72 13 11 

Male 322 34 10 4 219 16 36 3 

 
618 77 27 19 344 88 49 14 

 

Digital 

  Total 
Marketing 
/ Admin. 

Production 
Operations Platforms Archives 

Player 
Premium 

Female 48 10 1 5 32 
 Male 51 3 12 7 28 1 

 
99 13 13 12 60 1 
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2.6.11. Gender Remuneration by Salary Scales 

  Number 

As % of 
Average 

Salary Comment 

Administrative Grade 1 72   Administrative Grades 1-4. 

Female 59 100% There is minimal differential in pay 
between the genders in each of the 
grades 1-4. 

Male 13 100% 

Administrative Grade 2 47   

Female 37 99% There are significant levels of females in 
each grade.  At Grade 1 level, the most 
senior level, females outweigh males by 
46.   

Male 10 102% 

Administrative Grade 3 36   

Female 29 101% 

Male 7 98% 

Administrative Grade 4 29   

Female 22 99% 

Male 7 103% 

Archive Film Ed/Telecene Op 5   No gender or pay disparity. 

Female 3 100%  

Male 2 100%  

Associate Principal 9   No pay disparity. 

Female 3 101% Minor disparity in numbers. 

Male 6 99%   

Asst Producer 23   
Gender balance 
No pay disparity. 

Female 11 100%  

Male 12 100%  

B'Cast Eng 1 16   Exclusively male grade. 

Male 16     

Broadcast Co-Ord 29   Almost exclusively female grade. 

Female 27 100% Minor pay disparity in favour of females. 

Male 2 98%  

Camera Operator TV 13   2 to 1 ratio in favour of males but a minor 
pay disparity in favour of females. 

Female 4 103% 

Male 9 99%   

Camera Supervisor TV 8   No disparity in pay between genders. 

Female 2 100%  

Male 6 100%  

Cameraperson News 12   All male grade and one of the highest pay 
levels in Cameras. 

Male 12   
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Chief Sub Ed TV 7   Highest grade in the section with a small 
majority of females (4/3). Small disparity 
in pay favouring females. 

Female 4 102% 

Male 3 97% 

Clar Reachtaire 54   No real gender disparity in the grade in 
relation to numbers or pay. 

Female 30 101% 

Male 24 99%   

Comment Line Operators 7   Entirely female grade. 

Female 7    

Correspondent 26   
Some significant difference in pay levels 
in favour of males with ratio of posts in 
favour of males (15/11).  This is related to 
atypical salaries for 4 males.  There is an 
analysis of news in this report. 

Female 11 94% 

Male 15 104% 

Craft Operational 7   Entirely male grade. 

Male 7    

Department Manager Grade 1 67   No disparity in pay but a majority of the 
grade is male. 

Female 27 99% 

Male 40 101%   

Editor 7   Entirely male grade. 

Male 7    

Floor Manager 8   No disparity in pay. Majority of grade is 
male. 

Female 2 100% 

Male 6 100%   

General Services 
Op/TechAssist 5   

Entirely male gender 

Male 5    

Graphic Designer 12   
Majority male gender.  
No disparity in pay. 

Female 2 100%  

Male 10 100%  

Graphic Operator 5   Balanced gender in grade. 

Female 2 101% No pay disparity. 

Male 3 100%  

IRT Broadcast Engineer 22   IRT Broadcast Engineer Grade. 

Female 3 102% Predominantly male grade. 

Male 19 100%  

IRT Snr Broadcast Engineer 43    

Female 5 98%  

Male 38 100%  

Lighting Director 9    

Female 2 98%  

Male 7 101%  
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Lighting Operator 10    

Female 2 96%  

Male 8 101%  

Make-Up Artist 19   Predominantly female grade. 

Female 17 102%   

Male 2 79%   

Manager Grade 2 73   Manager Grades 2/3: 

Female 32 98% Reasonably balanced representation of 
both genders in these grades with little 
pay disparity evident. 

Male 41 101% 

Manager Grade 3 83   

Female 46 99%  

Male 37 102%  

Marketing Asst 8   Larger representation of females in the 
grade with pay disparity in their favour. 

Female 6 102% 

Male 2 95%   

Media Content Co-ordinator 8    

Female 4 102% Balanced gender representation with no 
major disparity in pay levels. 

Male 4 98% 

Media Sales Asst 27   

Female 19 100% 

Male 8 99%  

Media Sales Co-Ordinator 12    

Female 8 98%  

Male 4 103%  

Multi Media Co-ordinator 10   The anomaly in pay appears related to the 
secondment of a male to other duties. Female 5 96% 

Male 5 104% 

Multi Media Journalist 142   
There are 142 employees in this grade 
and it is one of the largest employee 
groups in RTÉ. It has a balanced 
representation of genders with a minor 
disparity in pay in favour of males of 1%. 

                     Female 73 99% 

                     Male 69 101% 

News Director 9   

An average differential exists between 
the female and male numbers (5/4) of 
over €4,000. This seems accounted for by 
the length of the scale, with more males 
than females at the max of the scale. 

Female 5 97% 

Male 4 104% 

Newscaster 14   
Almost a 2 to 1 ratio in favour of females 
in this grade, which is one of the highest 
paying grades in the division. The average 

Female 9 100% 
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Male 5 99% 
salary differential is not significant but is 
in favour of females 

Orchestral Musician 129   No pay disparity with a balance of 
representation in favour of males. 

Female 47 99% 

Male 82 101%  

Pers Con (Manager) 81   2 to 1 ratio in favour of representation of 
males. No disparity in pay. This is one of 
the highest pay grades in RTÉ. 

Female 26 99% 

Male 55 101% 

Presenter / Reporter Radio 8   Reasonable balanced representation 
between genders and no disparity in pay. 

Female 3 99% 

Male 5 100%  

Presenter Radio 16   
Only 2 of 16 staff in this grade are female; 
however there is a significant average 
differential in pay in favour of the two 
females. Female 2 125% 

Male 14 96% 

Presenter/Reporter TV 19   

Slight balance in favour of males in this 
grade but there is a significant average 
differential in pay favouring males.   

Female 8 89% 

Male 11 108% 

      

Press Officer 7   A slight disparity in pay  

Female 5 98% 

Male 2 104% 

Principal 8   Principal grades. 

Female 3 100% No disparity in pay. 

Male 5 100%  

Principal 1 8    

Female 2 101%  

Male 6 100%  

Producer (Radio) 83   

Relatively balanced representation 
between genders. Females have slightly 
lower service but the variance seems 
related to six arrangements for four males 
and two females. 

Female 44 96% 

Male 39 104% 

Producer/Director 65   Reasonably balanced representation in 
favour of females; no pay disparity. 

Female 35 99% 

Male 30 101% 

Production Designer 14   
Primarily female grade with no pay 
disparity. 



23 
 

Female 12 100%   

Male 2 100%   

Prog Accept Vwr 6    

Female 4 97%  

Male 2 105%  

Programme Dept Assistant 21   
Largely female grade. 9% differential in 
pay 

Female 19 99%   

Male 2 108%   

Property Buyer 5   All female grade. 

Female 5    

Radio Broadcast Co-ordinators 34   
Largely female grade. Minor disparity in 
average pay in favour of females. 

Female 25 101%   

Male 9 97%   

Radio Production Engineer 1 6   Radio and Regional Engineers. 

Male 6   These three grades have a majority of 
males with little disparity in pay levels. 

Radio Production Engineer 2 10   

Female 3 104%  

Male 7 98%  

Reachtaire Runaiochta Grade 1 5    

Female 5    

Reachtairi Craolachain 6    

Female 3 105% 10% differential in pay 

Male 3 95%  

Regional Prod Co-ordinator 6    

Female 6    

Regional Production Engineer 19    

Female 2 96%  

Male 17 101%  

Researcher Radio 20   Researchers TV / Radio: 

Female 13 98% Majority of females in these grades. 

Male 7 104% 

Researcher TV 34    

Female 25 98% 8% differential in pay 

Male 9 106%  

Runner 14    

Female 4 100%  

Male 10 100%  

Section Leader 32   Balance in grade favours male 
representation but with no major pay 
major disparity. 

Female 12 98% 

Male 20 101% 
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Studio Co-Ordinator, Radio 17   Reasonably balanced representation 
between genders with an average pay 
differential in favour of females. 

Female 7 105% 

Male 10 96% 

Studio Technician 29   Studio  Technician Grades 

Female 2 86% Largely male grade.  Pay differential due 
to service differences. 

Male 27 101% 

Sub-Principal 8    

Female 6 99%  

Male 2 102%  

Sub-Principal 1 6    

Male 6    

Technical Operator 6    

Male 6    

Tutti 39   Largely female grade with no real 
disparity in pay. 

Female 27 101% 

Male 12 99%  

TV Sound Operator 12   

TV Sound Operators/Supervisors: 

Female 2 86% 

Mostly male grades with average pay 
differential in favour of males. This is 
related to an individual being on reduced 
pay in line with an employee benefit. 

Male 10 103% 

TV Sound Supervisor 16   

Female 1 95%   

Male 15 100%   

Video Editor - News 10   
Video Editor News 
/Programmes/Journalist grades. 

Female 6 100% Balanced gender representation in these 
grades with no significant pay disparity. Male 4 101% 

Video Editor - Programmes 22    

Female 10 100%  

Male 12 100%  

Video Journalist 5    

Female 2 97%  

Male 3 102%  

Vision Mixer 9   Vision Mixer/VTR (A)(B) grades. 

Female 7 99% Largely balanced gender representation 
with broadly equal pay levels. Male 2 103% 

VTR (A) 7    

Female 3 105%  

Male 4 96%  

VTR (B) 6    
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Male 6    

WARDROBE ASSISTANT 11   Largely female grade with no real pay 
disparity between genders. 

Female 9 100% 

Male 2 98%  

 

Comment 

I have outlined above the grading system in RTÉ and the various numbers in each grade, by grade 

and their relative average pay per grade and gender. 

Pay disparities where they exist relative to the average pay in the grade may arise from a number of 

factors: numbers in the grade, years of service, incremental progression, possible retention factors 

and well established and historical allowances. Where there are a number of differential within 

grades, these may be accounted for by again historical factors, including specific qualifications and 

experience relative to the grades and traditional employment or recruitment practices, which are 

now evolving. 

 

2.6.12. News Categories- Salaries under €90,000 

  Number 
Average 

Allowance 

 % 
Average 
Salary 

As % 
Gender Comment   

Correspondent 20 €1,548     
Slight balance in favour of 
females 

Female 11 €2,336 100% 55% No pay disparity 

Male 9 €586 100% 45%   

Journalist 126 €1,516     Majority balance in favour 
of females.  Some disparity 
in pay levels 

Female 71 €1,557 99% 56% 

Male 55 €1,462 102% 44% 

News Director 9 €2,540     Balanced representation 
but pay differential in 
favour of males 

Female 5 €2,092 97% 56% 

Male 4 €3,101 104% 44% 

Newscaster 9 €3,829     Balance representation 
but allowance differential 
in favour of females 

Female 5 €2,390 100% 56% 

Male 4 €5,629 100% 44% 

Producer/Director 16 €4,862     2/1 ratio in favour of 
females but no pay 
disparity 

Female 11 €4,637 100% 69% 

Male 5 €5,358 100% 31% 

Regional Prod Co-ord 5 €1,622     All female grade 

Female 5 €1,622       

Researcher TV 9 €466     Balanced representation 
but minor pay disparity in 
favour of females 

Female 5 €840 103% 56% 

Male 4 €0 97% 44% 
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Video Editor – News 10 €860     Relatively balanced 
representation 

Female 6 €0 100% 60% 

Male 4 €2,149 101% 40% 

Administrative /Runner 21 €549     Minor representation in 
favour of males but pay 
disparity in favour of 
females 

Female 9 €1,281 123% 43% 

Male 12 €0 83% 57% 

Broadcast / OB Engineer 6 €6,041       

Male 6 €6,041     All male grade 

Manager 20 €1,982     Balanced representation 
no real disparity in pay 

Female 11 €1,530 99% 55% 

Male 9 €2,533 101% 45% 

Cameraperson /EFP 
News 13 €1,607     

  

Male 13 €1,607     All male grade 

Satellite Mobile Unit 6 €2,494       

Male 6 €2,494       

Comhairdaitheoir /BCO 12 €415     Largely female grade 

Female 10 €498 102% 83%   

Male 2 €0 92% 17%   

Chief Sub Editor / Deputy 10 €1,578     Balanced representation 
pay disparity in favour of 
females 

Female 5 €1,485 103% 50% 

Male 5 €1,671 97% 50% 

Media Content 12 €0     Balanced representation, 
no pay disparity 

Female 6 €0 100% 50% 

Male 6 €0 100% 50% 

Presenter 8 €677     Balanced representation, 
minor allowance in favour 
of males 

Female 4 €0 101% 50% 

Male 4 €1,355 99% 50% 

Other 10 €348     Balanced representation, 
pay disparity in favour of 
females 

Female 5 €0 105% 50% 

Male 5 €695 95% 50% 
 

 

Comment 

Overall, the detail outlined above provides a picture of a degree of balanced gender representation 

with minor disparities in pay between genders (in both directions), which I believe relates to years of 

service, experience, qualifications and in some cases traditional job profiles (e.g. craft grades) and 

the fact that some roles are evolving arising from the general and developing employment criteria 

and business needs of RTÉ. 
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Section Three 

3. Comparison with the Private and Public Sectors - Overview 
It would be informative to compare the foregoing profile of RTÉ with comparisons and 

developments in other private and public service organisations in the context of the terms of 

reference for this report. 

Specific details of salary ranges in both public and private enterprises are hard to come by and any 

detailed study of these would require considerable research into both remuneration and gender 

profile. 

3.1. Private Sector 

There are three recent and significant surveys on the gender pay gap in the private sector. 

1. “Gender Pay in Ireland – March 2017”   (Willis Towers Watson Survey 2016– Jenny Smyth). 

The principal findings of this survey were as follows: 

● Men - hourly pay gap at all levels is 14.4%. 

● Two out of every five managers in Ireland are women (40%). 

● Female Managers in Ireland earn 16% less than male counterparts. 

● Gender pay became part of the HR agenda in organisations over the last year. 

● 30% of organisations indicated Gender pay was not on their current HR agenda. 

● 78% of organisations have indicated an interest in benchmarking their gender pay gaps 

against industry peers. 

● Organisations reviewed indicated that : 

○ 37% intend to provide more training to management and equality and diversity. 

○ 28% intend to review their performance management. 

○ 28% intend to review their management of job roles and ratings systems. 

○ 21% intend to review criteria for promotion. 

○ 19% intend to review base pay setting mechanisms. 

Potential solutions recommended in the study:  

o Have clear policies on effective work work-life balance, including flexibility and parental 

leave policies. 

o Monitor reward changes. 

o Run Women focus groups to encourage discussion and recognition of the challenges. 

women face in the workplace. 

o Have recruitment and retention targets for women at executive level. 

o Have recruitment and retention targets for women at all levels. 

 

3.2. “Gender Earnings Pay Gap – Ireland 2016”   (Morgan McKinley)  

 

This analysis is based upon online survey of 5,500 professionals working in Ireland. 
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Key Findings: 

● The average gender pay gap in Ireland in 2016 stood at 20%. 

● Men working in like for like professional jobs earn 12,000 Euro more than women. 

● When salary and bonus are split the differential on salary averages at 16% and bonus rises to 

50% in favour of males. 

● Key factors impacting the gender pay gap are: geography, educational achievement, level in 

the company,  number of years’ of experience, economic sectors, employment discipline, 

flexibility factor, working hours, and the family responsibilities around those hours. 

The report recommends five principal actions or considerations towards addressing the gender pay 

gap: 

 Address the diversity issues in recruitment. 

 Increase the number of females in STEM related careers. 

 Introduction of family-friendly work practices. 

 Focus on mentoring female professionals. 

 Greater wage transparency. 

 

3.3. "Women in Management - the Leadership Pipeline (2016). 

3.4.    BNY /DCU/30% Club. 

This report is part of a five year survey on women in business and management positions in 

Ireland (143 organisations surveyed). 

The report highlights the challenges women still face in Irish business in achieving promotion 

and appointment to managerial posts. The reports notes that women hold 40% of positions 

at the lowest levels of management posts surveyed with this proportion falling at each level 

of senior management with 17% of CEOs being female. 

The report outlines many detailed recommendations in regard to the encouragement, 

support and positive actions required to promote greater female participation and 

recognition management level and I refer further to these action points in my 

recommendations.  

3.5. The Public Sector 

 

3.5.1. Civil Service 

The most recent data on gender profiles for the Civil Service derives from background data 

for the Civil Service Renewal Plan published in October 2014. 

At that stage there were approximately 35,000 civil servants working in Government 

departments, of which over 60% were female. 

 There were 24% of women at Secretary 

General (Sec Gen) level. 
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 25% at Assistant Sec Gen level. 

 35% at Principal Officer.  

 43% at Assistant Principal Officer level. 

However, the vast majority of women were in the grades of Staff Officer (76%) and Clerical 

Officer (74%). In the last decade the proportion of women employed in senior management 

positions has risen to 33.3% (2014). 73% of the Civil Service are 40 years of age or over, and 

several hundred senior managers over the next six years will reach 40 years of service. More 

up-to-date information was provided in a reply to a parliamentary question (26126/15) 

regarding the number of females in management grades in the Civil Service: 

Post 2015 

Secretary General                20% 

Assistant Secretary General              28% 

Principal Officer           36% 

Assistant Principal Officer   44% 
 

It would be helpful for comparative purposes to refer to the relevant salary scales for the 

general grades in the Civil Service. I appreciate that the salary scales for state 

enterprises/agencies would also be relevant, but I am unable at this stage to complete a 

compendium of such scales. 

Salary Scales: Civil Service. (1/4/2017 - before Class A PRSI, Pension and Pension and Levy 

deductions). 

Sec Gens (three Categories). €180,409-
€190,233. 
Deputy Sec: €165,596. 

Asst Sec:  €128,682-€146,985 

Principal Officer: €81,767-€100,333. 

Asst Principal Officer: €65,093-€78,451. 

Higher Executive Officer: €47,081-€59294. 

Executive Officer: €28,739-€48,975. 

Staff Officer: €35,771-€47,171. 

Clerical Officer: €22,879-€38-341.   

 

3.5.2. Local Authorities 

Various reviews of the Local Authorities indicate also several issues in relation to gender 

representation at senior management levels and barriers to promotion for women. A survey 

by Independent Newspapers in Aug 2013 found that: 

 10 of the then 34 authorities had no women employed at managerial level, while in the 

best performing local authority only 22% of senior staff were women. 

 Just three CEO's were women. 

 Women comprised a fifth of Directors of Service. 
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 Around one in eight were Directors of Finance. 

 Overall less than 30% of staff were earning a salary of more than €50,000 per annum, 

while 83% of those at Grades 3-4, earning between €23,000-€43,000, were female. 

Recently, a major research study undertaken for the Local Government Division by IMPACT, 

the largest public service Union, on the gender gap in Local Authorities, confirmed this 

profile. 

 "What gets measured gets managed: gender (in) equality in the local government 

sector" (Author: Camille Loftus) 

 The study charts the developments of gender equality policy across local authorities and 

related agencies. The study incorporates a review of policy on gender equality and the 

failings in the implementation of broad public policy objectives in this area relating to the 

gender pay gap itself, family friendly policies, promotions, and the data gap deficit in 

evaluating progress on the general area.  

 The research study refers also to the outcome of the 2014 Local Elections, where women 

were substantially under-represented among elected members to Local Authorities, where:  

- Only 22% of candidates were women. 

- Only a fifth of elected councillors were women. 

 

3.5.3. The Health Sector 

The most recent survey, entitled Our People/Our Workforce, undertaken by the Workforce, 

Planning Analytics and Informatics Unit of the HSE (2016), observes that:  

> 21% of staff (HSE only) are above 55 years, with an average age profile of 44.6 years across 

their employment. 

> 79% of all staff are female, with rates for females of 22% in the Ambulance Service, 

consultants at 39%, medical overall at 50%, and nursing grades at 92% 

The HSE is the largest employer in the state and its age profile mirrors that in the Civil 

Service. 

3.5.4. The Education Sector at Primary/Post Primary Levels 

Figures released by the European Union (October 2016) illustrate that Ireland is above the 

average when it comes to the gender imbalance among teachers in primary and post 

primary education. 

Almost nine of every 10 primary teachers (87%) are female, while only slightly over 50% of 

school principals are female. 

In the case of secondary education, more than seven in 10 teachers are female (21%). 

Only Italy and Austria have higher figures than Ireland in terms of the imbalance in gender 

profiles at primary level. 
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3.5.5. Higher Education 

The Higher Education Authority initiated, in 2015, a very important and groundbreaking 

initiative on gender profiling and targets in Irish HEI’s (seven Universities, three Affiliated 

Colleges and 14 Institutes of Technology). 

The purpose of the reports, entitled Higher Institutional Staff Profiles by Gender, is to 

provide information on key indicators that will contribute to the assessment of gender 

equality in Irish institutions so as to provide a valuable baseline from which progress can be 

measured for all grades of staff.  

The latest report for 2016 was published in July 2017 and contains a university, Institute of 

Technology and college-by-college analysis of top appointments, board composition, senior 

management, and all staff grades in the respective institutions. 

The report for 2016 indicates no university had a female president; of the three colleges only 

one had a female director, and in the Institutes of Technology three out the 14 had a female 

director. 

In the universities 64% of staff were female; in the colleges 66% were female, and in the 

Institutes 50% of the staff were female. 

The HEA have introduced an award system (the Athena Swan Award) for the third level 

institutions that have demonstrated progress towards gender equality. 

Comment: 

While direct comparisons are not possible between actual comparators in similar 

enterprises, either in the public or private sectors, it would at some stage be very 

informative if an analysis was undertaken in both the broadcasting and print industries in 

Ireland on the pay, grades and gender profile of potentially comparable organisations. 

 By overall comparison with employments in the public sector, RTÉ's gender profile and 

representational distribution throughout the organisation is quite positive. 

I accept, however, that a more valid comparison would be with comparable commercial 

state enterprises and their gender pay and representational profile.  

This will have to await the implementation of Government policy on the annual gender pay 

reviews in these organisations, unless such voluntary reviews are undertaken in the 

meantime.  
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Section Four 

4. Findings and Recommendations 

4.1. Overview 

RTÉ is perceived as setting a standard in terms of earnings and in terms of employment in the 

broadcast media sector. This perception is reflective of its dual role as both a public service 

organisation (the national public service media) and a commercial enterprise with a wide range of 

media, operational and employment requirements (both general and specialist) under various 

legislative requirements. 

At the level of gender and pay RTÉ is both a fair and equitable employer with good terms and 

conditions of employment for its employees. It equals, and in various cases exceeds, national policy 

objectives and targets for gender related employment, including corporate targets and objectives. 

RTÉ corporately has an almost even divide in its overall gender employee profile; i.e. 48% female 

(1003) and 52% male (1086). 

These figures are replicated across a majority of the employment grades in RTÉ, its Board, and its 

Executive. 

RTÉs gender profile, overall, reflects a better distribution of male and female representation at most 

levels and divisions of the organisation than in other state services. 

There are some disparities in numerical terms in certain grades between male and female 

representation, which I have referred to and commented upon in earlier sections of my report. 

There are a number of grades and historical anomalies that require attention within particular 

divisions; these are capable of resolution over time and with greater transparency. Any disparities in 

gender matters in relation to promotion, retention, and recruitment policies can be overcome with 

career development and mentoring programmes for these grades, wherever there is a clear anomaly 

in gender profiles or numbers. 

The multiplicity of grades within RTÉ and the operational divisions within which they have been 

historically and currently organised does not facilitate the structures/organisation by which certain 

disparities in gender profiling, in all or a majority of grades, can be easily resolved. This will require 

management over time. 

There are a limited number of specific grades where this is the case and the numbers of employees 

involved range from smaller numbers to other cases where the numbers can vary in the higher levels 

of 50 plus staff. It is not an insurmountable challenge, but will require staff and their respective 

unions to be positively engaged on its resolution. 

Particular sections of the organisation have been highlighted in media commentary and by 

individuals and groups within the operations of RTÉ in regard to gender disparities in pay, and these 

views need to be articulated and documented in specific terms in order to formulate both the 

precise nature of the issues involved and the remedies being sought to address those actual 

grievances and the forum under which they can be resolved. 
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4.2. Recommendations: 

4.2.2 Transparency 

A combination of fact, rumour and anecdote can sometimes bedevil the effective 

functioning of an organisation. Transparency in regard to appointments, interview 

processes, promotion and selection for tasks, assignments and duties is of paramount 

importance. A greater degree of transparency is required in relation to the salary and salary 

scales and allowances that apply within the organisation. 

The legacies of the past should be seen as just that. The organisation would benefit from a 

new start in this area and should move forward to a more transparent culture.  

Employment issues in the past have had a particular and sometimes individual narrative, and 

perhaps for justifiable reasons. If employment and pay practices in the future are to have an 

acceptability among the entire workforce then a new transparent culture has to emerge that 

has no taint of gender bias beyond that of positive discrimination in favour of either gender 

where clear grade disparities have emerged. This is part of Government policy, particularly 

where females are under-represented in management, senior posts or grades. A similar 

focus has to emerge also where there is a perception or experience of females being 

primarily in grades where earnings levels are at the lower end of the spectrum in whichever 

grade, sub-grade or division they apply. 

There has been concluded, recently, by the NUJ and RTÉ management, an agreement 

relating to appointment of Editors in the news division, which enshrines a considerable 

number of the issues that I raise above; the agreement sets out criteria for addressing these 

issues. 

 

4.2.3 Grade Alignment/Reorganisation 

There are too many grades within RTÉ, with in-built hierarchical structures, and there are a 

considerable number of sub-groups within those grades. 

A more streamlined structure would assist in reducing gender disparities within the grades 

and their subdivisions through a conscious policy of role definition and career development, 

in terms of recruitment, promotion and job evaluation. 

This would involve a focus on the necessity to have so many job definitions and gradings. A 

more integrated structure, which would utilise the skills, qualifications and experience within 

the organisation, acknowledging requirements for future recruitment policies, would be 

better suited to meet the challenges for the future of media in all its facets. This will 

represent a considerable challenge for both management and unions across all divisions of 

the organisation as the hierarchical and incremental model of pay determination could at 

times in fact discriminate against women. 
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4.2.4 Grades which are Gender Specific 

In the course of this review I have identified a number of grades and their sub-groups that, 

for understandable reasons in the past, have evolved into being all male or female grades 

(four male groups; two female groups),and approximately another 16 grades that have a 

high preponderance of either gender (eight of each gender ). It should be noted, however, 

that in some grades the numbers may not be significant in overall terms as there may be 

variable numbers in different sub-groups within the identifiable operational sector. 

In the case of traditional craft, degree and professional diploma grades of a technical nature, 

sufficient female graduates have entered the market in recent years due to the STEM project 

in post primary schools so as to start making an impact on the gender recruitment profiles in 

public service employments, and progress through the respective enterprises on promotion 

to senior management ranks. 

Similarly, progress should be made at entry levels to organisations to provide for a more 

balanced male representation at administrative and office-related operations and functions. 

This will require RTÉ in any future recruitment or internal promotion policy to give 

consideration to an element of positive discrimination if favour of either grade where they 

are underrepresented in that grade. This would be in line with Government policy in 

achieving gender balance and gender pay parity in employments where there is a high 

degree of public funding or significant exchequer subsidy. 

 

4.2.5 RTÉ News and Current Affairs  

I have referred in detail to various aspects of this division in the course of my report and the 

analysis of the pay, grades, and remuneration of the staff in this division. 

I am restrained for various reasons in identifying specific employees and drawing 

comparisons between the work of one colleague and another, and the relative merits, value 

or professional standing in the organisation or with the public, viewers and listeners. 

If there are specific group or individual grievances on comparative pay issues, where these 

are clearly identifiable as issues of gender discrimination bias, and these can be sustained by 

objective criteria and evidence, then they require to be addressed in the first instance 

through the appropriate internal HR/IR structures. There are established statutory 

procedures and bodies for the investigation of any claims in this area. 

This observation applies equally to both genders. 

In assigning duties, roles, extra broadcasting and operational or management requirements, 

within and across RTÉ's media platforms, there is an onus on management to set out the 

criteria for such requirements and the process by which they intend to achieve those 

objectives. 

Key operational management requirements are not based upon co-operative or devolved 

decision making, but staff need to be consulted and informed regarding general and specific 
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policy directions and operational decisions, in an atmosphere of mutual co-operation, in 

order corporately to achieve a service of high quality service. 

In November 2016, an important and positive agreement on the Editor role in RTÉ was 

negotiated and concluded between RTÉ management and the NUJ, and exemplifies the 

nature of the relationship that is required. The agreement outlines the principles that should 

apply for appointment to the grade, including transparency, necessity and business need, 

criteria for appointment, including purpose of the role, accountability, responsibilities, and 

the knowledge and experience required in the role, leadership abilities, and the support 

mechanisms to perform the role across all RTÉ platforms. 

I consider this form of agreement to be an extremely positive development and provides a 

template for the resolution of other issues around grades and roles within the organisation 

generally. 

Issues relating to the earnings of full-time employees and those of the highest earning 

presenters have become somewhat intertwined in the current debate.  

The employment relationship between these groups is distinctly different and there are 

particular, individual, and commercial factors that separate their respective treatment in 

employment law provisions. 

Full-time, permanent and pensionable employees of RTÉ are on separate terms to those of 

the independent contractors. (Contracts of employment of service as opposed to contracts 

for service). 

For their part the high profile contractors or presenters are normally paid a fee, which I 

assume factors in their annual earnings, inclusive of a potential personal pension cost and 

other employment related costs that are not be borne by RTÉ now or in the future.  

This is a feature of contracts in the broadcasting and media sectors. 

RTÉ have committed, as part of their engagement on this report, to undertake a review of 

contractor groups supplying services to the organisation. 

 

4.2.6 A Structured Human Resources Policy on Gender Pay / Employee Profile 

In view of the announced intention of Government policy in this area of employment 

reporting, i.e. annual gender pay audits, it would be appropriate for RTÉ to start the planning 

on how such an audit would be undertaken for this purpose.  

The research and analysis for this report has created a significant data base for any such 

reporting requirement or obligations for the future, and RTÉ have achieved many of the 

landmark tests and targets that may be required of public bodies, state enterprises and state 

agencies. 
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From the research I have reviewed of public and private services and enterprises in Ireland, a 

number of policies have been advocated for the promotion of gender equality in the 

workplace. 

These policies include having a diversity management policy “which involves planning, 

coordinating and implementing strategies, policies, initiatives and development activities to 

accommodate and foster a diverse workforce. While diversity management is an issue of 

strategic business importance, there is also a moral imperative for diversity" (Women in 

Management/BNY/DCU Report). 

The above report identifies that such strategy and action for progress revolves around 

recruitment and promotion, organisation culture, development of women in the workplace 

and creating an accountability matrix which identifies targets, creating responsibilities for 

achieving those targets and actions and reviewing progress. 

The Willis, Towers and Watson report refers to the need for greater transparency on gender 

audits in regards to pay, bonus, performance earnings and the basis for such payments and 

the issue of talent management. 

They identify that gender pay does not take into consideration the difference in size of roles 

and the importance of examining also the levels of roles performed by men and women. 

They further state that "a gender gap may be indicative of talent management and diversity 

issues, reflecting higher proportions of female employees in less senior roles and/or 

employed in roles which are valued lower in the market". 

This particular issue was raised by the Secretary to the TUG with me at our meeting to 

discuss the terms of reference of this report. 

 

4.2.5. Recruitment and Diversity Issues. 

RTÉ, like all public bodies, has had major restrictions on making new appointments and in 

effect has had almost a decade of not being in a position of recruiting new talent, except for 

a small number of key organisational and individual appointments to meet operational and 

business requirements. 

The agreement between the TUG and RTÉ on the Training Placement Programme (June 

2014) should be revived; it provides for a graduate placement programme within various 

divisions of the organisation. 

Though not a specific reference issue in this report, I believe that RTÉ needs to widen the 

context of its recruitment profile to include the diverse ethnic background, reflecting the 

more cosmopolitan society we have become in recent years, which itself brings a rich 

historical, artistic and cultural identity into Irish society and its workplace framework. 
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4.2.6. Annual Report 

I have stated earlier that RTÉ are ahead of the curve on the issue of gender pay and 

representation by comparison with other enterprises. That does not mean it can remain 

complacent regarding some of the issues I have identified, which require some actions and 

initiatives both in the short and medium term around the totality of its employment profiles. 

This requirement is likely to become a future aspect of company reporting for both private 

and public enterprises and agencies if current government policy directions are to be 

translated into definitive legislation as is the case in the United Kingdom and elsewhere in 

the corporate world.  

A section of its Annual Report should incorporate a commentary on the organisations’ 

initiatives and developments on gender related matters, and any key observations in this 

area. 


