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At COADY Architects we are happy to publish our first
Gender Pay Gap Report.

As with much of the architectural profession, there is currently
a greater proportion of menin senior and managementroles
within the practice. This reflects historic and societal trends
in the industry and contributes to our current gender pay
gap. Itisimportant to note that the gender pay gap is distinct
from equal pay for the same role, level of experience, and
responsibility.

Our current gender pay gap is 12% Mean and 15% Median,
which compares favourably within our sector. We expect
this gap to reduce over time as increasing numbers of
women enter and progress within the profession. We remain
committed to supporting all colleagues to develop their
careers and to strengthening the progression of women into
senior roles across the practice.
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Gender Pay Gap Report

In compliance with the Gender Pay Gap Information Act 2021,
employers are required to select a snapshot date in June each year
and base reporting on hourly pay for employees employed on that
date, covering the preceding 12 month period.

COADY Architects selected a snapshot date of 27 June 2025.

Metrics Included in this Report

The report includes the following required metrics:
» Gender representation
» Mean and median hourly remuneration for all employees

» Mean and median hourly remuneration for part time and
temporary employees

» Percentage of male and female employees receiving bonus pay
» Mean and median bonus remuneration

» Percentage of male and female employees receiving
benefits in kind

v Pay quartile distribution
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Equality, Diversity and Inclusion

Equality, Diversity and Inclusion (EDI) is a core principle at COADY
Architects and forms an integral part of who we are. It aligns with our vision
and values, and we are proud to be an equal opportunities employer with
a strong commitment to treating all employees fairly and equally.

One key measure of equality is pay. It is important to distinguish
between equal pay and the gender pay gap:

» Equal pay refers to differences in pay between men and women
performing the same job, similar jobs, or work of equal value. Equal
pay for equal work is already protected under the Employment
Equality Acts. COADY Architects conducts regular pay reviews to
ensure compliance of equal pay across all roles and levels.

» The gender pay gap measures the difference in earnings
between men and women across all roles within the
organisation. A gender pay gap does not indicate unequal
pay for equal work. Rather, it reflects the composition of the
workforce, specifically, the distribution of men and women
across different roles and levels of seniority.
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Pay+ Bonus Data

Pay

Our gender pay gap analysis identifies a
mean gap of 12% and a median gap of 15%
in permanent employees, reflecting a higher
proportion of male employees in senior roles.

There are no male part time employees,
therefore no comparison can be made for
part time roles.

Female temporary employees earn 113% of
their male counterparts at the median level.
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Bonuses and Benefits

All employees receive a bonus in December.
Employees who joined between January and
June 2025 had not yet received a bonus at
the snapshot date, resulting in a minor gap at
the snap shot date. Benefits in kind apply to
Directors only.
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NOTE: Mean=average value Median=middle value
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Percentage of Employees in each Quartile

Female
38.5%

78

Total Staff

Male
61.5%

Gender Split of Employees

29%

33%

Top Quartile

71%

66%

Upper Middle Quartile

35%

Lower Middle Quartile

60%

Gender Split per Quartile
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Lower Quartile

65%

40%

Ouremployee gender splitis: 38.5% female and
61.5% male, and all are covered in the reporting
period, including employees not scheduled to
work on that date and employees on leave.

This table llustrates the gender distribution
in four similar sized pay quartiles. Women
represent 29% of the highest paid quartile
compared to 71% men. Representation
becomes progressively more balanced at mid
levels with a greater proportion of women than
men at entry level.

Our gender pay gap is a function of a higher
percentage of staff in the highest pay quartile,
senior roles and leadership positions, being
male. This also directly impacts our bonus gap.

Future Improvement

The greater proportion of women in the lower
quartile demonstrates effective recruitment
and early career support. The challenge and
opportunity are ensuring women progress
through to senior levels in greater proportion.

We currently provide flexible working hours,
hybrid working, and extended maternity leave, to
support all staff to continue their careers, where
barriers can occur at mid-career.

Our focus continues to support and mentor
staff to fulfil their career development
opportunities and to create pathways to
leadership roles, which will have mostimpact
in closing our gender pay gap.
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Actions to Address Gender Pay Gap

COADY Architects is committed to building on our progress as an equal
opportunities employer, supporting all employees in developing the
full career potential. Our focus is on creating clear pathways for women
to progress into senior roles while maintaining our strong foundation
of equal pay and equitable access to benefits and opportunities.

Recruitment and Career Development

We will continue to focus our recruitment practices to attract diverse
talent at all levels. We have reviewed and updated each of our job
specifications, to ensure clarity of roles and responsibilities. We
have strengthened our relationships with universities and support
undergraduate intern employment.

We have updated our annual review procedures to focus on employee
professional development. Our CPD programme is open to all staff
which encourages further education and provides funding.

We support graduates in obtaining their post graduate professional
practice diploma, with mentoring by a senior on a case study project,
to support them to become Registered Architects.

We will continue to review leadership training and mentoring for all
staff, and support women in advancing their careers and monitor
progression rates.
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Flexible Working

We will always aim to help our employees with the most current,
meaningful and useful wellbeing benefits for allowing our employees
to strive and succeed. Policies and Practices for flexible working
conditions, such remote & hybrid working are provided to support all
employees with their personal commitments.

Employee Support and Wellbeing

COADY Architects has a positive culture of supporting wellbeing.
Employee wellbeing encompasses mental, physical, emotional and
economic health, influenced by workplace relationships, resources
and decisions. Our wellness task group plan an annual programme,
led by an Associate Director.

We offer an Employment Assistance Programme to all employees,
which has innovative services to evaluate, engage and support
employees and their families.

We provide reviews with women returning from maternity leave to
help and support them with these life transitions.

Pay Equity

We will continue our regular pay equity reviews to maintain equal pay
for equal work and ensure our reward structures, including bonus
allocation, operate fairly across all levels. We will review this annually.
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living, working, learning, wellbeing

BUILDING COMMUNITIES
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Mt Pleasant Business Ctr, Ranelagh, Dublin 6, D06 X7P8
Unit 8A Oran Point, Main St,Oranmore, Co. Galway, H91 Y36X
01407 1700 | 091 788 325 | admin@coady.ie | www.coady.ie

D European Partners
Antwerp, Dublin, Helsinki, Lisbon, Madrid, Milan, Paris, Poznan, Stockholm

PERSPECTIVE www.perspective-architecturalgroup.com



